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ABSTRACT
BARRIERS AND OBSTACLES TO THE IMPLEMENTATION
AND PRACTICE OF SERVANT LEADERSHIP AMONG PASTORS AND LAY
LEADERS OF EVANGELICAL CHURCH WINNING ALL (ECWA), NIGERIA
by
Habila Saidu
The issue of leadership is complex, and one of the main issues facing Evangelical
Church Winning All (ECWA) pastors and leaders today concerns capturing the attention
of young people and motivating them to participate in efforts that lead to accomplishing
the organizational goals of ECWA. Some ECWA pastors and leaders pursue those goals;
without personal sacrifice, vision, or passion essential to genuine ministry. Consequently,
the disillusioned youth of ECWA are not pursuing ministry vocations because oftentimes
they do not see servant leadership practiced by their pastors and leaders. The purpose of
this study was to determine perceived barriers and obstacles to the implementation and
practice of servant leadership among pastors and lay leaders of ECWA in order to
recommend strategies to promote servant leadership.
The study inquired of the pastors and lay leaders the current leadership practices
used within ECWA, how they currently link their leadership practices with the practice of
servant leadership in their respective churches, what the leaders perceived as personal
and organizational barriers or obstacles that prevent servant leadership practices, and
what ECWA leaders perceive as ways to increase the practice of servant leadership
among pastors and lay leaders. In all, 164 barriers were identified, which were organized
into eight barrier categories. The significant barrier categories that emerged in the study
included ego, partiality, poor leadership skills, poor relationship skills, poor leadership
quality, dishonesty, spiritual issues, and financial issues. A number of implications
resulted from the research.
The research reveals that publishing the results will generate discussion among
ECWA pastors concerning the servant leadership model, a clarification and
crystallization of thinking about the topic, an implicit didactic element for survey, and an
insight into the best allocation of resources to address the leadership problem. The
assumption is that organizations trying to change from command-and-control leadership
to a more people-centered leadership model must first understand the barriers.
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CHAPTER 1
PROBLEM
Introduction and Personal History
1 was bom the eldest of two children into a Christian family. 1 felt the Lord's call
into the ministry when I was a farmer, so 1 went to the Evangelical Church Winning All
(ECWA) Bible College in Kagoro, and served in vocational ministry for twenty-seven
years before coming to Asbury Theological Seminary. Since my Bible College years, my
commitment to the Lord's call into the ministry has only been strengthened; therefore, I
have had no desire for any other vocation except Christian ministry. Needing to expand
my knowledge and skills, 1 went to Asbury Theological Seminary for further education.
During my years of experience and involvement in ministry in the context of
ECWA, I have noticed an apparent increase in the number ofECWA leaders motivated
by the selfish desire to increase their own power or prestige rather than by a yearning to
help others. I personally have observed this detrimental selfishness among some ofmy
co-workers in ECWA. In the fall of 201 1, an incident occurred between a senior pastor in
ECWA and three 32-year-old men�considered young in Nigeria�who were students in
one of the ECWA theological schools and intended to go into pastoral ministry. The
pastor told them that he would never allow them to preach a sermon in his church
because they were too young to be pastors. These young men became discouraged by the
words of the pastor. The pastor should have encouraged, nurtured, and helped those
young men gain experience and know the importance of the pastoral ministry rather than
discourage them. The case became a serious problem between the senior pastor and the
young men's relatives who were members of the church. The tension increased until the
Saidu 2
young men's relatives threatened to divide the church and establish a different
congregation. Since 1 was a pastor and part of the community, I was able to give advice,
and the matter was settled. Nonetheless, the conflict never should have arisen and could
have been avoided.
Because of the aforementioned episode and similar stories in ECWA, I was
motivated to write my dissertation about the barriers and obstacles to the implementation
and practice of servant leadership among pastors and lay leaders in ECWA. 1 hope this
study will help leaders of ECWA consider themselves called by God to serve rather than
to be serv ed.
Leadership scholars Neil H. Snyder, James J. Dowd, and Dianne Morse Houghton
advocate service as one of the primary motivations for leadership (168). Accordingly,
servant leadership involves aspects of sacrifice. Nigerian culture also sees leaders as
parents, nurturers, sustainers, protectors, teachers, disciplinarians, heads, and developers.
ECWA pastors and leaders largely have not provided adequate nurturing or development;
as a result, they have not met the necessary requirements for good servant leadership.
Scholars have viewed the historical literature and practical supporting research in
the field of leadership theory as a divided and confusing body of information (Chemers
43). The complexity of the subject directly affects ECWA. One of the main issues facing
ECWA pastors and leaders today concerns capturing the attention of young people and
motivating them to participate in efforts that lead to accomplishing the organizational
goals of ECWA. Some ECWA pastors pursue those goals without the personal sacrifice,
vision, or passion essential to genuine ministry. Consequently, the disillusioned youth of
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ECWA are not pursuing ministry vocations in great number because they do not see
servant leadership practiced by their pastors and leaders.
A study of barriers and obstacles inhibiting the practice of servant leadership in
ECWA will increase understanding of the impact identified organizational barriers have
on servant leadership practices. This study will help leaders develop strategies to
overcome these impediments and add to the body of existing knowledge.
Purpose
The purpose of this study was to determine perceived barriers and obstacles to the
implementation and practice of servant leadership among pastors and lay leaders of
ECWA in order to recommend strategies to promote servant leadership.
Research Questions
In order to achieve the aforementioned purpose, I developed and explored the
following research questions.
Research Question #1
What current leadership practices are used among pastors and laity within the
ECWA? (Survey)
Research Question #2
How do ECWA leaders currently link their leadership practices with the practice
of servant leadership in their respective churches? (Interviews)
Research Question #3
What do ECWA leaders perceive as personal and organizational elements
(barriers or obstacles) preventing servant leadership practices? (Interviews)
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Research Question #4
What do ECWA leaders perceive as ways to increase the practice of servant
leadership among ECWA leaders? (Focus Group)
Definition of Terms
Some terms used in this research need definition for the sake of clarity. I defined
the following terms as I encountered them during the research process.
Barriers
Merriam-Webster's dictionary defines barrier as "something that separates,
demarcates, or serves as a barricade" ("Barrier" 72). hi this context, a barrier is anything
preventing a pastor or leader in an ECWA church from practicing servant leadership.
Leadership
P. G. Northhouse defines leadership as "a process whereby an individual
influences a group of individuals to achieve a common goal" (3). hi this context,
leadership refers to a person with responsibility for some aspect or fiinction of the ECWA
organization.
Servant Leadership
According to Robert K. Greenleaf, servant leadership "is the desire to serve one
another and to serve something beyond ourselves, a higher purpose" {Servant leadership
240) As such, a servant leader is to lead in any capacity in the church that does so in a
service-oriented manner and provides support for church members and others in his or
her community of influence.
Saidu 5
Ministry Intervention
This study specifically addressed the experiences of ECWA leaders in the practice
of leadership. Furthermore, through this study 1 sought to analyze and report strengths
and weaknesses among leaders; identify barriers or obstacles creating systematic
dysfianction and keeping the church from health and recommend redemptive strategies to
promote servant leadership. A philosophy of servant leadership allows for a fresh
approach to the task of leadership by abandoning the traditional top-down approach to
leadership that excluded followers from the decision-making process. Through
stewardship and service, servant leaders can shift the paradigm of leadership (Greenleaf,
Power ofSen ant Leadership 19). Persons who might benefit from this study include
pastors, leaders, and Christians in ECWA interested in understanding and overcoming the
barriers to implementing servant leadership.
While the examination of servant leadership has become more prominent in some
cultural contexts, the study of servant leadership in an African context has received very
limited attention. Furthermore, very little literature has been devoted to the subject.
Therefore, due to the scarcity of original works on barriers to the implementation of
servant leadership in the African context, more study and its resultant teaching is needed.
Context
Nigeria is the most populous country in Africa and the tenth most populous
country in the world, with an estimated population of 120 million people. The country is
multiethnic with distinct traditions; hence, its history has been described as a history of
nations within a nation-state. Language and geographical boundaries are the most explicit
features that distinguish ethnic groups in Nigeria (Gunther 65).
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Nigeria's political struggle is marked by manipulation at the hands of some
leaders out to satisfy their earthly urges for wealth, fame, and power. Such habits surely
describe an acute leadership need in Nigeria. Nigerians are very influential in pastoral
ministry, but the churches also seem to be suffering from the problem of poor leadership.
Like most West African countries, Nigeria faces a problem related to servant
leadership. Generally, most people are preoccupied with high social rankings and
advanced degrees that inspire respect and consideration from other people. Oftentimes
people seek these privileges without any consideration for an appropriate and effective
leadership style. Other Christian denominations in Nigeria also face the problem of an
absence of servant leadership, making this and similar research on barriers and obstacles
to the implementation of servant leadership relevant to them as well.
ECWA is one of the fastest growing Protestant denominations in Nigeria, in
which over 6,000 churches have an adult membership of 2.5 million and nearly five
million in total attendance, hi addition, ECWA also sends out 1 ,400 missionaries to
Nigeria and other countries through the Evangelical Mission Society (EMS). ECWA is a
growing church with a singular goal, "To glorify God." ECWA accomplishes this goal
through the edification of its members and the spreading of the gospel to all people in
Nigeria and beyond {Constitution andBylaws 2). However, as the church struggles to
practice servant leadership in the midst of massive church growth, problems have
developed. These problems include ECWA youth pursuing ministry vocations in low
numbers, because they do not see servant leadership practiced by their pastors and
leaders.
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Methodology
This study employed an exploratory, mixed-method design. To that end, 1 utilized
surveys, qualitative semi-structured interviews, and a focus group. The purpose of the
surveys and qualitativ e interview was to gain information from participants regarding the
research topic. I utilized the focus group in order to allow selected participants to share
information concerning how to improve the practice of servant leadership in ECWA
leadership. Ultimately, the goal of a given project is to provide a report that supports the
research question and provides credible results (Arbnor and Bjerke 14). Therefore, I
conducted an exploratory, mixed design study in order to understand the experiences of
leaders who practice servant leadership and provide possible strategies for improving that
practice.
Participants
For this study, I selected sixty participants from six District Church Councils
(DCCs) ofECWA. I approached each DCC chairman and asked him or her to
recommend five pastors and five lay leaders involved in both church leadership and
district leadership who would be willing to respond to the survey and interview. In
addition, twelve focus group members from among the survey respondents and interview
participants. The objective of this research was to understand the practices, experiences,
and barriers inhibiting servant leadership in ECWA. I hoped to achieve 100 percent
participation from the selected participants.
Instrumentation
I used three instruments to collect data during the course of this study: a survey,
interviews, and focus groups.
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I used a researcher-designed survey, the Servant Leadership Survey (SLS), during
the research process. This survey consisted of Likert-scale questions, yes/no questions,
and open-ended questions, which 1 administered to a total of sixty pastors and lay leaders
in the six DCCs of ECWA in Nigeria. Through this survey, 1 gained essential respondent
feedback and input regarding general leadership and the practice of servant leadership.
I completed face-to-face semi -structured interviews entitled Servant Leadership
Interviews (SLIs), which I recorded. 1 designed these interviews in order to obtain more
in-depth responses regarding the perceived practice of servant leadership. Participants for
the survey were selected by approaching each DCC chairman and asking him to
recommend five pastors and five lay leaders involved in both church leadership and
district leadership and willing to complete the survey, in order to enable a balance of
opinion fi-om the group.
I developed an interview guide to examine the barriers to the implementation of
servant leadership among the leaders of ECWA. To that end, I interviewed pastors and
church lay leaders in ECWA in order to ascertain the possible causes of the deviation of
church leaders from the practice of servant leadership.
With the semi-structured focus groups, or Servant Leader Focus Groups (SLFGs),
I facilitated an environment in which people could express their perceptions of servant
leadership. Participants included pastors and lay leaders of ECWA, and participants
joined the study by invitation only. During the course of the study, I asked them about
their perceptions, opinions, beliefs, and attitudes regarding servant leadership in ECWA.
These discussions allowed me to explore both their cognitive and emotional responses
while observing the underlying group dynamic. The survey helped me collect more
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information about the research topic from both pastors and lay leaders. This study helped
me understand how organizational or other barriers impeded servant leadership practice
and influenced organizational outcome in order to provide possible strategies to improve
the practice of servant leadership.
Variables
Since this study was exploratory and used surveys, interviews, and a focus group,
it featured criterion and predictor variables rather than the more experimental dependent
and independent \ ariables. Therefore, in this study, the predictor variables were the
questionnaires, interviews, and the focus group concerning the servant leadership
practices of pastoral leaders and lay leaders. Participants were selected from Lagos, Oyo,
Nasarawa, Kaduna, Plateau, the five states ofNigeria, as well as Abuja, the federal
capital in which the six DCCs were located. The criterion variables were the various
perceptions of the practice of servant leadership, barriers concerning servant leadership,
and possible suggestions for improving servant leadership as measured by the
instrumentation, hi order to control the intervening variables, I utilized a semi-structured
interview format and sought expert validation for the questionnaires to ensure reliability
and validity.
Data Collection
This section discusses the instruments 1 used to collect data in response to the
aforementioned research quesfions. Research question one sought to determine the
current leadership practices used among pastors and laity within ECWA. 1 collected data
for this research question using the SLS. The second research question sought to explore
the ways in which ECWA leaders currently link their leadership practices with the
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practice of servant leadership in their respective churches. 1 conducted SLIs in order to
obtain this information. The third research question considered ECWA leaders'
perceptions perceive of personal and organizational elements (barriers or obstacles)
preventing servant leadership practices. 1 used the SLIs to determine this information, as
well. Finally, the fourth research question sought to explore ECWA leaders' perceptions
regarding ways to increase the practice of servant leadership among their fellow ECWA
leaders. To answer this question, I used SLFGs.
I wrote an official letter to the national headquarters ofECWA seeking
permission to complete the project within the selected DCCs, when 1 hand delivered the
questionnaires to participants, I encouraged them to respond to the questions
immediately. After administering the instruments, I conducted the semi-structured
interviews with the participants from the different states. Any respondent who took the
questionnaire away was contacted by phone in order to assure its prompt return. Four
experts reviewed the questionnaire for validity, and I removed the questions they
considered irrelevant. Then I administered a pretest with the questionnaire and interview
questions in order to make sure they were appropriate for the respondents.
A research assistant followed me in order to administer the questionnaires. We
selected five Saturdays during which the pastors had monthly meetings to meet the
different pastors and lay leaders from their local churches.
Data Analysis
Although collecting data is an important piece of research, knowing what to do
with the data is crucial for making the study meaningftil. I used three instruments to
collect data in this study: surveys, interviews, and a focus group.
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I analyzed the data collected during interviews by reading the interview
transcripts in order to develop an overall understanding of the data. For the two focus
groups, I collected the data from transcripts in order to create a coding guide. Once the
coding was complete, 1 began interpreting the data and creating a final report in order to
suggest methods to address the factors influencing barriers to the implementation of
ser\ ant leadership in ECWA.
Generalizability
This study specifically addressed the experience ofECWA pastors and lay leaders
in their respective practices of servant leadership. ECWA is typical of Protestant
denominations in Nigeria. Therefore, the results of this study may be used to apply to
other Protestant churches in Nigeria. This research is relevant in a time of leadership
crisis in the nation ofNigeria.
Theological Foundation
The theological foundation of this study was based on biblical precepts for servant
leadership, hi the Old Testament, the word servant describes a person who belongs to a
master for the function of serving the master and obeying him as a slave. Accordingly,
the Old Testament utilizes two basic servant metaphors. The first metaphor for servant is
the nation of Israel (Ps. 136:22; Isa. 44: 1-2), and the other metaphor for servant is that of
the promised savior (Isa. 42: 1-6). God chose Israel as a particular people, and God
trained them within a specific relationship and provided care and guidance so the nation
could fulfill God's purposes for them and for others (Gen. 12: 1-3). God called some
individuals such as Abraham, Moses, and Joshua to serve God as well as his people (Gen.
1: 1-3, 26:23-24; Exod. 14:31; Josh. 24:29). The people of Israel were called "servants of
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God" to indicate that they belonged to God, God's requirement for them to walk in
obedience, and that as their master, God would protect them and show mercy toward
them when they served him. The concept of Israel as the servant of God in the Old
Testament docs not convey an inferior status. On the contrary, God committed himself to
save them, help them, and accept them as his special people, even though some of them
failed in that calling.
Carrying out God's plan for his people, God not only endowed his servants with
ability and wisdom, but also he lifted them to a higher position so they had authority and
power to complete their given tasks. They were representatives of God. Sometimes they
performed miracles with God's divine power in order to establish their authority and
prove that God sent them. In other words, those servants ofGod portrayed powerful,
intelligent leaders who sometimes accomplished supernatural feats. However, their
authority and power was imparted directly from God, not from human authority. God is
the only source of authority and power for his servants.
God's servants keep their divine authority and power by fearing the Lord, obeying
his commandments, and humbling themselves to serve him. Unfortunately, people often
look at the outward power and abilities of a competent leader but neglect the inward
substance and godly humility of a servant leader. The primary characteristics of God's
servant leaders concern not how well they lead or manage, but who they are before God.
Servant leaders' passion should be a replication of God's heart, a heart condition
that is like that of Jesus�a heart of love for both God and all humankind. Ken Blanchard
and Phil Hodges state, "Foundational to tapping into the essence of leading like Jesus is
embracing a life purpose of loving God and loving and serving people" (193). In other
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words, servant leaders' contribution in meeting the needs of others is a way of allowing
God to use them in his work to change people lives to be like Christ.
In conclusion, servant leaders emerge when God calls them and they in turn
commit their souls, hearts, and lives to God and take responsibility as mediators of
reconciliation and covenant. They are called to love God and others, serve needy people,
and teach God's people to obey God. In order to carry out God's vision, servant leaders
have to give up their personal rights and desires in order to conform to God's will. They
also ha\ e to put their ambitions and interests last so they can serve people's needs with
all their hearts.
Anyone wishing for authority over God's people must serve the needs of the
people. Exercising that authority is not about creating riches, power, or success for the
leader. Instead, the leader should accomplish those tasks on behalfof the people he or she
serves. The apostle Paul described himself in such terms when he wrote that he was "as
poor, yet making many rich" (2 Cor. 6:10). As Paul remained faithful to God, servant
leaders should remain firm as they stand true to God and refiise to compromise their
stands for him. According to William Barclay, just as Israel is God's special allotment,
the people in the church or anywhere else whom leaders serve are their special allotment.
Leaders' attitudes toward these people should be like God's attitude toward Israel (310).
Heruy T. Blackaby, and Richard Blackaby notes, "[tjoday most leadership experts
agree that character, or integrity, is foundational to business and leadership success"
(104). Character and integrity are elements that are demonstrated, they show in
everything a leader says and does. First, the paramount aim of a servant leader should be
to focus on the best interests of the people he or she leads. With this mindset, the leader
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will seek to love people as Jesus lo\ cs them and view the world from the eyes of the
other person instead of relying primarily on his or her own perspective. In order to
understand the interests of these other persons, the leader must immerse him or herself
into the contexts of the indu iduals he or she leads. No matter the gender, social standing,
or ethnicity, a leader must seek an intimate relationship with his or her followers, ask
them of their likes and dislikes, observe their mannerisms, and discover their beliefs
about life, humanity, and God. Second, leaders gain personal satisfaction from watching
their followers grow and develop. These processes signify close intimacy obtained only
through genuine interest and sincerity of heart. As such, a person's heart is affected by
what the eyes see and what the mind thinks. Third, leaders should exhibit loving care for
those persons whom they lead. In order to lead like Jesus, leaders must have the heart of a
shepherd. Fourth, leaders should desire accountability. As such, leaders should ask
themselves if their performance meets the needs of the persons they serve. Fifth, leaders
should be willing to listen to feedback, advice, and any information enabling them to
serve better. Other than God, a leader's followers serve as his or her best critiques. A
healthy meeting, either one on one or in a group environment, can foster a level of
comfort in which people feel comfortable sharing their opinions without fear of
retribution. Finally, leaders should consider whether their respective egos are under
control. They should not think less of themselves; rather, they should think about
themselves. The matters upon which leaders meditate and consider tend to dominate not
only their thoughts, but also influence their actions. Scripture tells Christians to meditate
on the great things God has done. The question of how to implement this principle in
relation to servant leadership still remains. The less frequently persons think about their
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own needs and w ants, the more time and energy they can give to God. Through God's
guidance. Christians are equipped with the abihty and knowledge of how to serve others
better.
Consequently, the present-day church is in dire need of servant leaders defined by
their caring acts of kindness toward others. Greenleaf affirms the need for that kind of
servant leader, disposed to be a servant, "in the sense of helping others to become
healthier, w iser, freer, more autonomous and more likely to themselves be servants and
who therefore can help others to move in constructive directions" {Servant Leadership
240). Therefore, genuine servant leadership will produce good resuhs in any society.
Overview
Chapter 2 focuses on relevant literature regarding general leadership theory and
approaches to leadership. This review also includes coverage of the literature relevant to
servant leadership, servant leadership practices, experiences resulting in the practice of
servant leadership, and possible bamers preventing organizational effectiveness when
leaders cannot utilize servant leadership philosophies.
Chapter 3 describes the manner in which 1 conducted the study. This chapter
identifies the research method, data analysis, and population, hi this chapter, I addressed
issues regarding validity, reliability, bias, and ethical research.
Chapter 4 describes the data I collected over the course of this study, hi this study
I sought to gather and explore the experiences of some ECWA leaders practicing servant
leadership ideas, examine how these individuals link their servant leadership practices
with the practice of servant leadership in their respective churches, understand what
leaders perceive as ways to increase the practice of servant leadership among ECWA
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leaders, and then discern the impact these perceived barriers have on the leaders' abilities
to practice servant leadership.
Chapter 5 summarizes the purposes of the study, provides an analysis of the
findings of the study, gives conclusions, and makes recommendations for future research.
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CHAPTER 2
LITERATURE
Introduction
Chapter 1 describes the current problem faced by ECWA, namely the lack of
effective servant leadership in the denomination. Consequently, the youth of ECWA are
not pursuing ministry vocations because they do not see their pastors and leaders
demonstrating ser\ ant leadership. Ministry interventions to address this problem
inevitably involved questions pertaming to leadership. Research questions 2 and 3 of this
study focused on how ECWA leaders currently link their leadership practices to
organizational effectiveness within their churches and what they perceive as barriers or
obstacles preventing servant leadership practices.
This literature review examines four major concerns: (1) the origin of servant
leadership based on Greenleaf s writings, (2) servant leadership as outlined by scholarly
literature, (3) examples of servant leadership in the Bible and the need for it in the church
and in the ECWA, and (4) a brief history ofECWA.
Servant Leadership According to Greenleaf
Greenleaf first introduced the concept of servant leadership in one of his books,
"The Servant as Leader" (1). J. Jaworski describes this leading work by stating that
Greenleafputs forth a new framework with which to view leadership. He fiarther claimed
that servant leadership involves "the desire to serve one another and to serve something
beyond ourselves, a higher purpose" (59). In other words, servant leadership takes place
when leaders assume the position of servant in their relationships with fellow workers.
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Greenleaf describes how his leadership theories developed in connection with his
reading of Hermann Hesse's short novel, Journey to the East:
In this story, we see a band ofmen on a mythical journey. ... The central
figure of the story is Leo who accompanies the party as the servant who
does their menial chores, but who also sustains them with his spirit and his
song. He is a person of extraordinary presence. All goes well until Leo
disappears. Then the group falls into disarray and the journey is
abandoned. They cannot make it without the servant Leo. The narrator,
one of the parties, after some years ofwandering finds Leo and is taken
into the Order that had sponsored the journey. There he discovers that Leo,
who he had known first as servant, was in fact the titular head of the
Order, its guiding spirit, a great and noble leader. {Servant as Leader 7)
This story serx ed as the inspiration for Greenleaf s creation of the theory of servant
leadership. He summarizes his interpretation of the meaning of this story by stating, "The
great leader is seen as servant first, and that simple fact is the key to his greatness"
{Servant as Leader 2). Greenleaf describes the ideal servant leader when he writes, "The
servant leader is servant first�as Leo was portrayed. Servant leadership begins with the
natural feeling that one wants to serve, to serve first. Then conscious choice brings one to
aspire to lead" (7). Greenleaf s theory also emphasizes other core values that encourage
innovation and the development of leaders who first focus on serving all stakeholders in
an organization.
According to Greenleaf, "The servant-leader is servant first" {Servant Leadership
27). Servant leaders make the intentional choice to place the needs and interests of others
above their own. hifluence comes through persuasion and example, and they are willing
to give their lives to serve. The leader and the follower are on the same journey together
toward healing and wholeness through the process of serving. Greenleaf describes servant
leaders as those persons who embrace initiative and risk because they are firm about their
vision. This vision involves more than organizational success; instead, it moves outward
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to transform society and the world. The opening step toward implementing this dream
begins within the heart of the servant leader rather than with the external factors such as
goals or followers' needs. This "heart disposition" becomes the basic reason to serve and
necessarily is rooted m the values of love, humility, honesty, and integrity (Russell 76).
Furthermore, leaders respect the capabilities of followers and empower them to take
ownership of responsibilities (Kouzes and Posner, Encourage the heart 250). Through
the service of followers, leaders will obtain trust from followers, in turn bringing growth
and the possibility of service from followers. Greenleaf offered this very result as the
manner in which individuals can assess their servant leadership characteristics:
The best test, and difficult to administer, is, do those served grow as
persons; do they, while being served, become healthier, wiser, freer, more
autonomous, more likely themselves to become servants? And, what is the
effect on the least privileged in society; will he benefit, or, at least, will he
not be fiirther deprived? {Servant as Leader 7)
In other words, administering service to people has to be in such a way that the
beneficiaries will grow and become good servant leaders, and become usefiil in the
society. Greenleaf also describes different attributes of the servant leader. Such a leader
"initiates, provides the ideas and the structure, and takes the risk of failure along with the
chance of success" (8). Another attribute of a servant leader is the possession of a sense
of vision:
A mark of a leader, an attribute that puts him in a position to show the way
for others, is that he is better than most at pointing the direction. As long
as he is leading, he always has a goal. ... By clearly stating and restating
the goal the leader gives certainty and purpose to others who may have
difficulty in achieving it for themselves. (9)
Continuing his observations regarding the importance of vision in leadership, Greenleaf
elaborated on the role of leading:
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Not much happens without a dream. And for something great to happen,
there must be a great dream. Behind every great achievement is a dreamer
of great dreams. Much more than a dreamer is required to bring it to
reahty; but the dream must be there first. (9)
The premise here, he suggests, is that to lead is to move ahead and show the way even
when it may be unclear, difficult, or dangerous (7). Implementing vision requires leaders
who are visionaries. Blackaby and Blackaby claim that great visions inspire great people
and great organizations; the crucial task for leaders is to develop the loftiest vision
possible for their organizations (57).
Greenleaf continues his discussion of the characteristics of servant leaders by
analyzing the attribute of trust. He writes, "The one who states the goal must elicit trust,
especially if it is a high risk or visionary goal, because those who follow are asked to
accept the risk along with the leader" {Serx'ant as Leader 9). Another quality of the
servant leader is the desire and ability to listen with the intention of understanding the
other person (10). Greenleaf details how to develop this trait. He writes, "Listening,
coupled with regular periods of reflection, are essential to the growth of the servant
leader" (5). In other words, good communication skills are imperative for effective
leadership. Not only is an effective servant-leader a good speaker, he or she also must be
a good listener. Only leaders who listen intently to their followers can satisfy both
corporate and individual needs.
Servant Leadership in Scholarly Literature
While some research has focused only on the origin and definitions of servant
leadership, scholarly and popular literature seeks to highlight the role of values in
servant-leadership. Accordingly, Russell explains that attributes that actuate servant
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leader behavior develop from inner values and personal beliefs. At the center of servant
leadership, values shape the character of the leaders. These values influence leaders'
actions as w ell as their decision-making. In addition, motivation is a key in pointing out
the difference bet\v een servant leadership and popular management theories, hi their
research, S. Sendjaya and J. C. Sarros suggest that the motivation to lead emerges from
the leader's internal beliefs. Servant leaders believe that they are no better than those
persons w hom the> lead, and this belief derives from their core egalitarian orientation.
Some issues exist with Sendjaya's and Sarros' work, since their analysis was not based
on empirical research. For example, they note that the "current literature is filled with
anecdotal evidence" and that "empirical research is critically needed" (63). hi other
words, experiential research will back up the philosophy of servant leadership rather than
relying on literature hearsay evidence.
Recognizing a common need of practical records supporting the theory of servant
leadership, current scholars have conducted research to begin providing this necessary
empirical data (Russell and Stone; Sendjaya and Sarros). Proponents of servant
leadership now use this data to persuade leaders in all aspects of society to implement the
principles of servant leadership to build stronger organizations and stronger communities
(Wilson 6). If ECWA leadership can emulate the principles of servant leadership they
will have a stronger organization and buoyant communities.
A. W. Freeman describes the benefits of servant leadership by stating, "The
mission of servant leadership is especially important in today's social, political, and
economic climate because there seems to be a dearth of great leadership in the United
States and on international landscapes" (7). This portion of the literature review will
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examine servant leadership using various approaches from both scholarly and popular
writings.
In describing a perspective similar with servant leadership, E. M. Bensimon, A.
Neumann, and R. Bimbaum write, "Leaders are more servants of the group than masters,
and they are expected to listen, to persuade, to leave themselves open to influence, and to
share the burden of decision making" (55). G. Bilezikian writes, "The motivation should
not be the desire to mle, control, or command, but to support and assist others, just as a
servant does" (131). Supporting and assisting skills are important to leaders since leaders
direct groups towards goals.
The ten characteristics of the servant leader are very important because they are
vital foundations to the growth of servant leaders. These ten traits include listening,
empathy, healing, awareness, persuasion, conceptualization, foresight, stewardship,
commitment to the growth of people, and building community (Spears, Power 5-8).
Listening
The skill of listening differs from simply hearing someone speak. W. E. Halal
writes, "Genuine listening is an intense, creative act in which people step out of their
comfortable roles to engage their differences" (13). hi other words, servant leaders should
be able to differentiate hearing and Hstening.
With regards to the role of listening in servant leadership, J. C. Hunter writes:
Active listening requires a disciplined effort to silence all the intemal
conversation while we're attempting to listen to another human being. It
requires a sacrifice; an extension of us, to block out the noise and tmly
enter another person's world�even for a few minutes. (105)
K. A. Lubin agreed that successful servant leaders "begin by making a deep commitment
to listening, not only to others but to their own inner voice as well. Essential to the
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growth of the leader is the condition to have quiet reflective time for deeper
understanding" (32) Listening is more than hearing; it involves internalizing information
from another person.
James M. Kouzes and Barry Z. Posner recognize listening "listen with your eyes
and heart, not just your ears and brain" (161). T. A. Taylor echoes these beliefs by
stating. "The importance of developing empathetic listening skills as a leader is
emphasized in most leadership research but is an essential component for a servant
leader" (76) Kouzes and Posner sees an empathetic listener as one who try to improve
his/her correct understanding of the other person in order to convey that understanding
back to the person.
Empathy
Through developing the skill of empathy, Patterson writes, "The servant leader
strives to understand and empathize with others. People need to be accepted and
recognized for their special and unique spirits" (17) Taylor writes, "An effective servant
leader must be willing to stop, listen intently, and truly care about people" (46). D. B.
Jennings fiirther explains, "An empathetic listener as leader strengthens the sense of trust
between the leader and those in the community" (17). These quotations imply that
empathy is an essential skill, but it can be cultivated.
Regarding the benefits of displaying empathy, Jennings writes, "Valuing the
worth of the individual and accepting that individual are part of the trust building that
must always occur for an effective servant leader/led relationship to exist" (17).
Greenleaf also speaks of the benefits of empathy when he writes, "People grow taller
when those who lead them empathize and when they are accepted for what they are"
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{Servant Leadership 25'\ ed 21). When followers sense empathy from leaders, they are
far more likely to follow from a sense of being valued.
Oftentimes, leaders do not take the time to listen properly and consequently
inhibit their ability to empathize. This failure to listen represents one barrier to using the
skills of empathy (McGee-Cooper and Trammell). J. H. Horsman writes, "The servant
leader always accepts the person but sometimes reftxses to accept the person" (59). They
detailed the benefits of taking time to empathize by declaring, "when people take the time
to slow down, listen, and empathize, greater awareness of the issues is the resuh" (59-60).
This deliberate commitment to listen takes time and effort on the part of a leader, but it is
essential to a leadership style the properly respects followers.
Healing
Greenleaf suggests that some leaders might seek to become servant leaders to
facilitate their own healing through helping others. To that end, he writes, "There is
something subtle communicated to one who is being served and led if, implicit in the
compact between servant-leader and led, is the understanding that the search for
wholeness is something they share" {Servant as Leader 27). According to Lubin, "The
servant leader helps create an opportunity to influence others' emotional and spiritual
healing process that supports the healing of past hurts" (33) any healing a leader
experiences should spring from genuine empathy rather than from narcissistic
exploitation of followers.
Awareness
Through developing the skill of awareness, effective servant leaders are "able to
increase perceptual awareness and to invite more sensory experiences from the
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environment than most people" (Jennmgs 19). Taylor acknowledges different kinds of
aw areness when he w rites, "General awareness, and especially self-awareness,
strengthens the servant leader" (48). Accordmg to Lubm, the benefits of developing
awareness are that "a servant leader's awareness creates an inner disturbance that
motivates him/her to confinually discover the surrounding world" (33). Jennings explains
the results of increased awareness of the servant leader:
The increased perceptions of the servant leader open him or her to
experiences and leadership opportunities that are unobserved by those
with more limited sensory perception. This heightened sense of awareness
also provides a stockpile of information for future use in leadership
situations. (19)
This sense of awareness also helps servant leaders view most situations from a holistic
perspective.
Foresight
L. C. Spears define foresight as a characteristic that "enables servant leaders to
understand the lessons from the past, the realities of the present, and the likely
consequence of a decision for the future" {Power 5). Greenleaf defines foresight as "a
better than average guess about what is going to happen when in the fiature" {Servant as
Leader 16). The servant leader must view foresight as an essential skill, for it helps in
identifying important destinations from the lessons of the past and a sound understanding
of the present.
M. J. Wheatley contends that foresight or vision should be viewed in the context
of field theory (13). He claims that leaders must "come to understand organizational
vision as a field�a force of unseen connections that influences employees' behavior�
rather than as an evocafive message about some desired ftiture state" (13). Leaders
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without vision cannot prosper and grow because they are reduced to keeping things the
way they have always been. J. Collins described the importance of foresight in
leadership:
Executives spend too much time drafting, word smiting [sic], and
redrafting vision statements, mission statements, values statements,
purpose statements, aspiration statements, and so on. They spend nowhere
near enough time trying to align their organizations with the values and
visions already m place. (237)
This classic portrayal of vision implies that vision is important because it gives
the people in the organization direction, and helps them to focus on
understanding what it really takes to accomplish a goal.
Greenleaf describes what happens when a leader loses or does not apply the
attribute of foresight. He writes, "Once he loses this lead and events start to force his
hand, his is leader in name only. He is not leading; he is reacting to immediate
events and
he probably will not long be a leader" (Servant as Leader 18). Foresight prevents
leaders
from engaging distractions.
Stewardship
Jennings defines a steward as "one who is in charge of
a household" (23). He
elaborated on this definition in the context of servant leadership in organizations:
"Stewards are responsible for the work as well as the welfare of those
who work therein"
(23) P. Block expands this definition:
Part of the meamng of stewardship is to hold m trust well-being
of
some larger entity-our organization, our commumty,
the earth itself hi
order for a leader to hold something of value in trust, it
calls for placing
service ahead of control, no longer expecting leaders to be
in charge and
out in front. . . . There is humility in stewardship, it evokes images
of
service Service is central to the idea of stewardship. (41 )
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I concur with Block in his definition of stewardship because the more that the leaders
practice the life of a steward, the more likely the followers will practice stewardship as
well.
Jennings affirms that servant leaders "employ stewardship to focus on a strong
commitment to ser\ e the needs of others and emphasize use of openness and persuasion
rather than control" (22). S. R. Covey explains that the core principles involved with
stewardship include "personal trustworthiness, interpersonal trust, managerial
empowerment, and organizafional alignment" ("Sense of Stewardship" 3). Stewardship
preser\ es the health of followers, thereby making goals more achievable.
Commitment to the Growth of People
Taylor discusses the importance of a commitment to the growth of people:
An essential characteristic of servant leadership is a belief that people
have intrinsic value beyond their tangible contributions as workers. This
beliefmotivates the servant leader to develop a deep commitment to the
growth of each and every individual within his or her organization. This
commitment involves a tremendous responsibility to do everything within
the leader's power to nurture both the professional and the personal
growth of his or her employees. (53)
D. J. Taylor-Gillham claims that this commitment to the growth of people takes place in
the practical form of "making available funds for personal and professional development,
taking a personal interest in ideas and suggestions from everyone, encouraging worker
involvement in decision-making, and actively assisting laid-offworkers to find other
employment" {Images 31). The servant leader recognizes the great responsibility to do
everything possible to nurture the growth of employees.
M. DePree states that effective servant leaders help their constituents fulfill their
highest potential {Leadership Is an Art xxii). Greenleaf offers a method of assessing
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servant leadership concerning the growth of people. He writes, "The best test ... is do
those served grow as persons?" {Servant as Leader 7), regarding this personal growth,
Taylor writes, "The ultimate goal of this growth being to enable people to grow into
leaders who will be willing and able to serve" (53). Another goal in helping others grow
involves assisting followers in maximizing their self-sufficiency and creativity to satisfy
more completely all stakeholders in an organization (Hennessy, Killian, and Robbins 3).
Accomplishing these goals to help others grow is vital to the success of any organization.
Accordingly, R. E. Kelley writes, "Followers actually contribute about 90 percent to the
success of any organizational outcomes, while leaders account for 10 percent" (10).
Without healthy and growing followers, healthy and growing organizations cannot exist.
Building Community
Taylor declares that the intent of building community within an organization "is
to have every member of the organization committed to each other's success" (54). One
purpose ofbuilding community is "to rebuild a sense of community within the
institution" (Jennings 24). This building of community cuUivates the development of
other servant leaders who similarly will "go forth to build community" (24) Jennings
writes, "The sense of sharing leadership, concern for the individual, support, and trust
continue to foster strong relationships and positive servant leadership" (24). This kind of
leadership allows a community to be self-replicating.
D. Page and T. P. Wong describe a further benefit ofbuilding community:
hi servant-leadership there is no such thing as "just a groundskeeper" or
"just a secretary." Everyone is part of a team working to the same end in
which people play different roles at different times, according to their
expertise and assignment, rather than their position or title. (9)
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T. Sergiovanni writes specifically about developing community within schools, his
thoughts have broad application through all organizations. Regardmg institutions creating
a sense of community, Sergiovanni writes, "They must become places where members
have developed a community ofmind that bonds them together in special ways and binds
them to a shared ideology" (72). This literature reveals a variety ofmodels, definitions,
and measurements of servant leadership involving many possible attributes. In light of
the preceding information, servant leaders portray a firm conviction and strong attributes
by accepting not only the role of servant, but also the nature of a servant.
Servant Leadership in Biblical Teachings
The Bible is filled with examples of servant leadership, and many scholars view
various scriptural passages as the origins of servant leadership. For example, the servant
leadership concept of a figure in authority acting as a servant features in the New
Testament. Specifically, in the book of John, Jesus washed his disciple's feet. He said,
"Now that I, your Lord and Teacher, have washed your feet, you also should wash one
another's feet" (John 13:1-17, NFV). Maintaining his focus on action and ends, Greenleaf
derives his ideas about an attitude of life organized around servant leadership from the
Bible, specifically from the book ofMark, which records Jesus as saying, "The Sabbath
was made for man, not man for the Sabbath" (Mark 2:27). hi addition, the story of the
crucifixion portrays a perfect example of servant leadership. To that end, Jesus died on
the cross for the sake of those persons who believe in him, so they may not perish but
have eternal Hfe. This theme is echoed throughout Scripture (1 Cor. 15:1-4; Isa. 53).
Servant leaders must lead the way Jesus led. He was well organized with people, had
prospective, but was also social over being task driven.
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This Hterature review focused on examples of servant leadership in the Judeo-
Chnstian tradition because the participants involved in the study are most familiar with
these teachings and wntings. However, the practice of servant leadership principles has
not been taken serious by the participants of this shidy.
Regarding Jesus' implementation of the principles of servant leadership, B. Briner
and R. Pritchard claim, "As in all other areas. He Himself is the perfect example" (296).
Jesus Christ is the perfect model of a servant leader. His teachings during his earthly
ministry encouraged his followers to serve selflessly. Furthermore, today's servant
leadership literature cites his teachings frequently. One of the exemplary teachings
frequently cited is found in Matthew 20:20-28. These verses record James' and John's
mother coming to Jesus and requesting that her sons be placed in positions of leadership
and authority. Matthew records Jesus' response:
But Jesus called them unto him, and said, ye know that the princes of the
Gentiles exercise dominion over them, and they that are great exercise
authority upon them. But it shall not be so among you: but whosoever will
be great among you, let him be your minister; And whosoever will be
chief among you, let him be your servant: Even as the Son ofman came
not to be ministered unto, but to minister, and to give his life a ransom for
many. (Matt. 20:25-28)
Scholars agree that this teaching typifies the core principles of servant leadership
(Blanchard and Hodges; Contee-Borders; Russell 69). Briner and Pritchard write, "None
of Jesus' leadership lessons may seem more paradoxical than the servant/leader concept,
which is, in fact, the very essence of both His leadership example and His leadership
teaching" (294). As paradoxical as the teaching of servant leadership may seem, Briner
and Pritchard propose, "This leadership lesson of Jesus is the single surest formula for
success ever enunciated" (294). The following portion of the literature review will utilize
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the same ten attributes of servant leaders originally formulated by Spears and utilize an
example from the life of Jesus Christ or his followers to demonstrate the understanding of
these values a faithful Christian follower would embrace.
Listening
Spears and Lubin agree that an important aspect of effective listening is not only
listening to others, but also taking time to meditate and listen to the inner voice (Spears,
PoM en Lubin 5). On occasion, Jesus sought solitude to allow time for pondering, self-
introspection, and prayer (Matt. 14:22-23; John 6:15; Luke 9:18). On one occasion, Jesus
took time away from the multitude to spend time with a man society had shunned
because of his chosen profession as politician (Luke 19:2-10).
Jesus also took time to listen to others, some ofwhom were considered unworthy
of his company because ofnationality (John 4:27), political affiliation (Mark 2:16-17), or
lifestyle choices (Luke 5:30-32). Servant leaders serve God by serving others. Servant
leaders make themselves available to serve. Being a servant means giving up the right to
control his or her schedule and allowing God to interrupt it whenever he needs. The
apostle Paul echoes this Servanthood attitude when he writes, "Whenever we have the
opportunity, we have to do what is good for everyone, especially for the family of
believers" (Gal. 6:10). hi leadership, it is a good idea to have an open commitment to
listening closely to others. Listening skills will help in getting all the facts right and
identify what could be done to help.
Empathy
Jesus demonstrated empathy repetitively throughout his earthly ministry, John
8:3-1 1 records an example of Jesus' empathy. At this time, a group of scribes and
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Pharisees brought a woman to Jesus who had been caught violating the Jewish law by
committing adultery (John 8:3-4). Jewish law indicated that the punishment for such
offenders was death by stoning, and the accusers asked Jesus for his recommendation
(John 8:5). Jesus discusses the important of this factor by emphasizing about empathy:
But Jesus stooped down, and with his finger wrote on the ground, as
though he heard them not. So when they continued asking him, he lifted
up himself, and said unto them, He that is without sin among you, let him
first cast a stone at her. And again he stooped down and wrote on the
ground. And they which heard it, being convicted by their own
conscience, went out one by one, beginning at the eldest, even unto the
last: and Jesus was left alone, and the woman standing in the midst. When
Jesus had lifted up himself, and saw none but the woman, he said unto her.
Woman, where are those accusers? Hath no man condemned thee? She
said. No man. Lord. And Jesus said unto her, neither do I condemn thee:
go and sin no more. (John 8:6-1 1)
Part of displaying empathy is gaining an understanding for another, something Jesus
accomplished by showing mercy to the woman in this example. Empathic leaders are
capable of placing themselves in the situation of another person and seeing the situation
through that person's eyes.
Healing
Throughout his earthly life, Jesus healed physical infirmities and emotional or
spiritual traumas. Jesus also healed from sicknesses (Luke 4:41-42, 49-56; Matt. 8:5-13)
and even raised his friend from the dead (John 1 1 :43-45).
Jesus' healing power was not limited to physical ailments; he also provided solace
for persons suffering from emofional distress as a result of past wrongdoings (John 8:10-
11; Luke 7:37-48; Matt. 9:2-7) and those persons possessed by evil spirits (Matt.l7:14-
21). Jesus' capacity to heal and his followers' faith in that ability were so powerfiil that if
they simply could touch the hem of his robe they would be made whole (Mark 6:53-56;
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Matt. 9:20-22; 14:34-36). This healing power seemed to increase in Jesus' followers
when later people were healed from similar infirmities simply by having Peter's shadow
pass over them (Acts 5:12-15).
Awareness
Jesus possessed a keen awareness of happenings around him, even when others
present were unaware of the same circumstances. Three of the gospel writers, Luke in
particular, recorded one such event:
But as he w ent the people thronged him. And a woman having an issue of
blood twelve years, which had spent all her living upon physicians, neither
could be healed of any. Came behind him and touched the border of his
garment: and immediately her issue of blood stanched. And Jesus said,
who touched me? When all denied, Peter and them that were with him'
said. Master, the muhitude throng thee and press thee, and sayest thou,
who touched me? And Jesus said somebody hath touched me: for 1
perceive that virtue is gone out ofme. And when the woman saw that she
was not hid, she came trembling and falling down before him, she
declared unto him before all the people for what cause she had touched
him, and how she was healed immediately. And he said unto her.
Daughter, be of good comfort: thy faith hath made thee whole: go in
peace. (Luke 8:42-48)
This example demonstrates Jesus' awareness of his physical surroundings. Jesus also had
a great capacity for perceiving the thoughts and intentions of other people. Jesus was
aware that when the scribes, Pharisees, and other contemporary leaders came to question
him, they were attempting merely to discredit him. With keen awareness of their true
intentions, Jesus taught great lessons to silence his critics. One such lesson is recounted in
the parable of the Good Samaritan (Luke 10:25-37).
Persuasion
Jesus always demonstrated the art of persuasion in his dealings with his followers,
never coercing them to do anything. The manner in which Jesus attracted and maintained
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his disciples and followers exemplifies this characteristic. When calling his most trusted
disciples, Jesus did not order them to follow him; instead, he gently invited them when he
said, "Follow me'" (Mark 2:14; Matt. 4:19). On another occasion, a rich young ruler
approached Jesus and asked what he needed to do in order to inherit glory in the kingdom
of heaven. Matthew records the conversation:
And, behold, one came and said unto him. Good Master, what good thing
shall 1 do, that 1 may have etemal life? And he said unto him. Why callest
thou me good? There is none good but one, that is, God: but if thou wilt
enter into life, keep the commandments. He saith unto him, which? Jesus
said. Thou shalt do no murder. Thou shalt not commit aduhery. Thou shalt
not steal. Thou shalt not bear false witness. Honor they father and they
mother: and. Thou shalt love they neighbor as thyself The young man
saith unto him. All these things 1 have kept from my youth up: what lack I
yet? Jesus said unto him. If thou wilt be perfect, go and sell that thou hast,
and give to the poor, an thou shalt have treasure in heaven: and come and
follow me. (Matt. 19:16-21)
Jesus explained the benefits of discipleship to the young man but never told him the
actions required of him. Jesus always left the choice ofwhether to follow to the
individual. Another example is recorded in John 6. After Jesus had finished teaching a
sermon, a majority of his followers turned away from following him because he did not
provide them physical nourishment as he had on previous occasions (John 6:66). John
writes, "Then Jesus said unto the twelve. Will ye also go away? Then Simon Peter
answered him. Lord, to whom shall we go? Thou hast the words of etemal life" (John
6:67-68). Though not coerced into continuing his discipleship, Peter and others of the
twelve disciples followed the gentle persuasion of Jesus and continued in their
faithfiilness.
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Conceptualization
Jesus not only had the ability to conceptualize events accurately, he also had the
capacity to verbalize these conceptualizations in such a way that others could understand.
When his disciples asked about the ftiture of his kingdom, Jesus answered using parables.
Matthew recorded one of these parables:
The kingdom of heaven is like to a grain ofmustard seed, which a man
took, and sowed in his field: Which indeed is the least of all seeds: but
when it is grown, it is the greatest among herbs, and becometh a tree, so
that the birds of the air come and lodge in the branches thereof
(Matt. 13:3 1-32)
By using an analogy that employed agricultural imagery, Jesus conveyed his
conceptualized vision for his kingdom in terms understandable to his followers.
Foresight
From the begirming of his ministry, Jesus seemed to understand the limited nature
of the time he had to spend with his disciples. To that end, Jesus reminded his followers
frequently of this fime limitation (Luke 22:15-16; Mark 9:19; 14:7). Jesus had the
foresight to plan for the continuation of leadership in his newly established church
following his own death. He told Peter, who later would become the leader of the Church,
"thou are Peter, and upon this rock I will build my church; and the gates of hell shall not
prevail against it" (Matt. 16:18). Following this declaration, Jesus provided additional
training for Peter and two of the other disciples that the rest of the twelve did not receive
(Mark 5:37-43; 14:32-33; Matt. 17:1-13).
Stewardship
Jesus masterfiilly exemplified the attribute of stewardship in both word and deed.
Jesus spoke a parable to teach the people the importance of stewardship (Matt. 25:14-29).
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Jesus used this parable to teach his followers the importance of handling with care the
responsibilities with which they had been entrusted. Jesus demonstrated the principle of
stewardship in his own life by completing his mission, even when he desired some other
way of fulfilling the task of the atonement.
Commitment to the Growth of People
Jesus taught his disciples by instructing them to go and perform the same miracles
and acts of service he had performed. Matthew records, "And when he had called unto
Him His twelve disciples. He gave them power against unclean spirits, to cast them out,
and to heal all maimer of sickness and all manner of disease" (10:1). At this time, Jesus
instructed his disciples to perform this teaching and healing among the Jews (Matt. 10:5-
6). On a later occasion, Jesus gave his disciples similar instructions:
Go ye therefore, and teach all nations, baptizing them in the name of the
Father, and of the Son, and of the Holy Ghost: Teaching them to observe
all things whatsoever I have commanded you: and, lo, 1 am with you
always, even unto the end of the world. (Matt. 28:19-20)
Not only did this statement enlarge the scope of their labor, but it also encouraged them
similarly to seek out followers and help them grow in the same manner Jesus had helped
each of them.
Building Community
Jesus' purpose during his earthly ministry was to invite willing followers to
embrace his teachings and live together in an attitude of love and caring for one another
(John 13:34). This attitude continued following Jesus' death as his disciples traveled to
other regions and invited all who believed to join this enlarged community in the same
spirit of love and caring. Paul informed the saints at Ephesus, "Now therefore ye are no
more strangers and foreigners, but fellow citizens with the saints, and of the household of
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God" (Eph. 2:19). The church belongs to the same community, the same family, as the
people of God. As such, followers of Christ are citizens ofGod's kingdom and members
of his household. With this awareness ofmembers ofGod's household, the servant
leaders could seek to identify some means for building community they work within.
The various definitions, descriptions, and explanations of servant leadership
attributes reveal the challenging and difficult nature of both the leadership position and
the leadership task. These difficulties stress the need for leaders to possess a widely
recognized set of attributes, including the ability to generate and sustain trust from their
followers and understand the expectations placed upon them as leaders. These kinds of
leaders are needed to foster innovative leadership and to implement a servant leadership
model in the ECWA.
The Need for Servant Leadership in the Church and in the ECWA
According to National Council of Churches in United States ofAmerica, servant
leadership is vital in directing persons in charge of church leadership. Many
congregations face challenges regarding the right direction and purpose. As the number
of churches continues to increase, many congregations are in pain because of sharp
divisions. Servant leadership can help these churches embody practices to direct
congregation members toward faith in Jesus Christ, hi his findings regarding the
Church's need for quality leadership George Bama emphasized the need for quality
leadership in the church:
Leadership remains one of the glaring needs of the Church. People are
often willing to follow God's vision, but too frequently, they have no
exposure to either vision or true leadership. After fifteen years of digging
into the world around me, I have reached several conclusions regarding
the fixture of Christian Church in America. The central conclusion is that
the American church is dying due to lack of strong leadership, hi this time
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of unprecedented opportunity and plentiful resources, the church is
actually losing influence. The primary reason is the lack of leadership.
Nothing IS more important than leadership, (viii)
James D. Berkley strongly supports the idea that the Church needs capable leaders (145).
Subsequently, in Ephesians 4. Paul asserts the necessity of leadership and describes his
\ iew that God equips some people as apostles, some as prophets, some as evangelists,
and some as pastors and teachers. People's gifts have been implanted to build up the body
of Christ.
Similarly, Greenleaf affirms the need for servant leaders:
There is an urgent need, around the world, for leadership by strong ethical
persons-those who by nature are disposed to be servants (in the sense of
helping others to become healthier, wiser, freer, more autonomous and
more likely to themselves be servants) and who therefore can help others
to move in constructive directions. (Sen^aiit-Leader 240)
In light of the literature reviewed in these pages, the modem day church desperately
needs servant leaders defined by their acts of kindness toward others.
An essential theory within James D. Anderson and Ezra Earl Jones' model of
church leadership calls leaders to fiilfill three tasks. The balance of these tasks varies
according to the congregation and the community. These three leadership tasks are ( 1 ) to
provide efficient organizational management (the execution of administration); (2) to
provide effective guidance for the gathering church (mission of the church); and, (3) to
provide authentic spiritual direction (preaching, teaching, and counseling; 78-79).
According to Anderson and Jones, where one of these three functions is missing
or weak, a church's ministry invariably suffers. Furthermore, they assert that where any
two of these functions are weak or out of balance, "[t]his resulting problem is usually
grievous for the life of the congregation" (79). They argue that the ideal stmcture would
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produce leaders sensiti\ c to the feelings and views of the members, leaders who can
inspire people to higher goals and values than those leaders whose leadership styles stem
from self-interest. To this end, Anderson and Jones write, "It is the type of leadership that
forges a consensus rather than simply searching for an amenable, smoothed-over,
majority point of view" (81). hi order words, leaders must be prepared to mediate in the
face of conflict, because groups differ in their aspirations.
Brief Description of the Denomination ECWA
The ECWA is a Protestant denomination in Nigeria founded through the work of
Serving in Mission (SEVl), a western missionary organization. SEVI missionaries first
came at the end of the nineteenth century. SIM missionaries gave responsibility and
control for these churches over to nationals in 1956 when ECWA was founded
{Constitution and Bylaws 48).
On 4 December 1993, ECWA celebrated its centennial. Throughout Nigeria, but
especially in the central regions, ECWA churches are growing rapidly. Some churches
have experienced as much as 400 percent growth. Even churches in the predominately
Islamic northern region of the country are growing
ECWA has two theological seminaries (ECWA Theological Seminary Igbaja,
established in 1941, and Jos ECWA Theological Seminary), eight Bible colleges, and
fifteen theological training institutes. ECWA's medical department coordinates a wide
network including four hospitals, a Community Health Program with over 1 10 health
clinics, a central pharmacy, and the School ofNursing and Midwifery. The denomination
also is involved in radio, publications for outreach and discipleship, rural development,
urban ministries, and cross-cultural missions. More than 1,600 missionaries
from ECWA
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churches serve in Nigeria and other countries with the Evangehcal Missionary Society
(EMS), the missionary arm of ECWA. ECWA is an organized church with a hierarchical
leadership system controlled by a centralized General Church Council (GCC), a standard
constitution, by-laws, and other administrative policies.
ECWA's organizational structure consists of four levels of administration. First,
the GCC is the highest decision making body of the church, composed of the elected
church leaders (the President, Vice president, General Secretary, Assistant General
Secretary, Financial Secretary, Treasurer and three representatives from all of the districts
in ECWA). These elected officials are known as ECWA Executives. Women are not
represented at the executive level of the church. Women of the church have patterned
their organizational structure after that of the ECWA, with similar fimctions but they
work exclusively with the women. The women leaders, however, report to
the Christian
education director selected by the ECWA executive to represent the women.
The second level is the DCC, led by a chairman, assistant chairman, secretary,
financial secretary, and treasurer. The ECWA consists of eighty DCCs,
and due to the
rapid growth of the church new DCCs are created from
time to time. The DCCs consist
of Local Church Councils (LCCs) each led by a local overseer, secretary,
financial
secretary, treasurer, and a delegate. The last level is
the Local Church Board (LCB). At
this level, the local congregation is led by the senior pastor and
elected male elders.
The ECWA operates through its amiual GCC, executive
councils (EE), DCCs,
(LCCs, LCB committees and boards, officers, and
the incorporated trustees. All above
leaders are subject to the GCC, which has ftiU authority concemmg
all matters pertaming
to ECWA. The day-to-day administration ofECWA is governed by
biblical principles.
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the constitution and by-laws, minister's handbook, conditions of service and the rules and
regulations governing various sectors of ECWA {Constitution and Bylaws 54).
Research Design
The project used a mixed method approach. A mixed methods research design
collects, analyzes, and mixes both quantitative and qualitative research methods in a
single study to understand a research problem (Tashakkori and Teddlie, ix). Adequate use
of this design requires understanding both qualitative and quantitative research.
I used an exploratory, mixed designed triangulation method in this study. I
collected both qualitative and quantitative data at the same time, combined the data, and
used the results to understand the research problem. John W. Creswell explains that the
strength of this method lies in the mixture of the advantages of each form of data.
Quantitative data provides for generalizability, but qualitative data offers information
about the context and arrangement (558).
Summary
Through the ministry intervention implemented by this study, I sought to help the
ECWA pastors and leaders identify elements in the organization related to the absence of
servant leadership, norms that influence leaders to stop or withdraw from acting as
servant leaders, and factors related to the barriers and obstacles related to implementing
servant leadership. Consequently, Chapter 2 focuses on literature that identifies the most
effective approaches to Christian servant leadership in this ministry intervention.
Servant leadership in the Christian context requires authentic Christian character.
The qualities of a servant leader develop from the core values and beliefs of a person.
Jesus Christ provides a good example of a servant leader who gave his life for the whole
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world. Church leaders can lead by emulating the life of Jesus Christ instead of
prioritizing their personal interests. Leaders should apply the principles of servant
leadership in the course of discharging their duties and responsibilities. Jesus' leadership
model is arguably the appropriate norm for Christian leadership. This model emerges as
the best approach for affecting the desired changes required for ECWA pastors and
leaders to practice servant leadership.
With these guiding concepts and specific instructions in place, next I will describe
the design of a ministry intervention aimed at analyzing, reporting strengths and
weaknesses, and recommending redemptive strategies to intervene in the problem of not
practicing ser\ ant leadership.
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CHAPTER 3
METHODOLOGY
Problem and Purpose
The ECWA in Nigeria needs servant leadership. The changes in today's world
and the increased speed of these changes have expanded the structure of the culture of the
Church and the society. Christian values and Church teachings are in direct contrast to
the methods of the business world. People are drifting away from religious practices and
faithful convictions not only in Nigeria but around the world. Panya Baba, former ECWA
president (1988-1994) addressed the thirty-eighth General Church Council in Jos (4-8
April 1991) and aptly described the state of ECWA leadership:
Leadership in ECWA must lay a solid spiritual foundation of humility and
servant hood. You are fully aware of the criticisms of some types of
leadership in ECWA which do not display Christ's attitude of humility
and servant hood. Of course, you and I know very well that some of us
who hold responsible positions in ECWA are out to serve ourselves and
not God nor His church. That is the reason why many of our ministries are
not growing but falling apart. (3-4)
This call by Baba indicates that leadership by example is lacking in ECWA. Therefore,
the ECWA needs to train servant leaders who will have a positive influence on the lives
of their members.
Servant leadership is important for the sustenance of the Christian faith in
Nigeria. The ECWA is a fast growing church with new local churches every year, but
the
youth of ECWA are not pursuing ministry vocations in large part because they do not
see
their pastors and leaders practicing servant leadership. The purpose of the study
was to
determine barriers and/or obstacles to the implementation and practice of servant
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leadership among pastors and lay leaders of the ECWA in order to recommend strategies
to promote servant leadership.
Research Questions and/or Hypotheses
This study was guided by the following research questions.
Research Question #1
1 . What current leadership practices are used among pastors and laity within the
ECWA? (Survey)
To answer research question one, 1 utilized a survey as an instrument to enable me
obtain thorough opinions and impressions from the respondents. As such, I asked
participants questions related to developing and utilizing their adopted leadership styles
and the effect these leadership styles have had on their churches.
Research Question #2
2. How do ECWA leaders currently link their leadership practices with the
practice of servant leadership in their respective churches? (hiterviews)
I encouraged participants to share their feelings about their experiences based on
their practices as servant leaders. Additionally, I asked participants (based on their
perspectives) to describe the link between their servant leadership practices with the
practice of servant leadership in their respective churches.
Research Question #3
3. What do ECWA leaders perceive as personal and organizational elements
(barriers or obstacles) preventing servant leadership practices? (hiterviews)
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For the third research question, I employed interviews as an instrument with each
participant. In order to answer this question, participants discussed personal and
organizational barriers or obstacles preventing servant leadership practices.
Research Question #4
4. What do ECWA leaders perceive as ways to increase the practice of servant
leadership among ECWA leaders? (Focus groups)
For the fourth research question, 1 utilized focus group meetings with pastors and
selected lay leaders. I invited participants to share their thoughts and feelings regarding
the practice of servant leadership within their organizations. In addition, participants
described their perceptions regarding ways to increase the practice of servant leadership
among ECWA leaders.
Population and Participants
Nigeria basically is divided into two major geographical areas of north and south.
The northern cities of Jos and Kaduna states each have a high concentration of ECWA
churches. Kaduna seems to be a business center, while Jos is a religious center. I chose to
survey six DCCs. As a resuh, I chose two DCCs from the north central states of Jos and
Kaduna. Next, I chose three DCCs from the southern areas of Lagos and Oyo, because
Lagos has a concentration of ECWA churches in the south, and Oyo is in the central to
mid-south area ofNigeria and easy to access. I chose one DCC from Abuja, the federal
capital ofNigeria.
I obtained participants for this study by approaching each DCC chairman to
recommend pastors and lay leaders involved in both church leadership and district
leadership who were willing to participate in the survey and interview. The leaders
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consisted of recognized local church pastors, theological school teachers, and evangelists;
while the laity consisted ofmen, women, and youth of different genders, age groups, and
status. I chose to research pastors and lay leaders based on their performance of servant
leadership practices.
Design of the Study
I designed this project in order to recommend strategies to promote servant
leadership in the ECWA. The research design used here involved an exploratory mixed
method, surveys, qualitative semi-structured interviews, and focus group methods. The
exploratory, mixed method allowed me to gather information concerning how to improve
the practice of servant leadership among ECWA leaders and to understand the
experiences of leaders who practice servant leadership.
Instrumentation
The instruments for this study included a survey, interviews, and a focus group. I
designed semi-structured interviews, one for the pastors and one for the lay leaders (SLI;
see Appendixes B and C) a semi-structured focus group (SLFG; see Appendix D) and a
survey consisting of Likert-scale questions, yes/no questions, and open-ended questions
(SLS; see Appendix A).
Survey (SLS). The first section of the survey consisted of questions designed to
gather essential respondent feedback and input regarding general leadership and servant
leadership practice in the ECWA (see Appendix A). Questions 1-7, featuring the Likert-
scale responses, answered the first research question. Then, questions 8-14, the last part
of the survey, consisted of open-ended questions to allow respondents freedom to express
their thoughts about vital elements to be included in effective servant leadership practice.
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Interviews (SLI) I developed two types of interviews for the purposes of this
study (see Appendix A). The two interviews answered research questions two and three
in order to achieve the purpose of the study. The two interviews contained a section to
obtain demographic material such as age, gender, and other background information.
Focus group (SLFG) for use during the focus group, 1 designed open-ended
questions 1-10 to facilitate expression of participants' perceptions of servant leadership.
The open-ended questions allowed respondents freedom to express their thoughts about
vital elements to include in an effective servant leadership practice. Questions 1-10
answered the fourth research question (see Appendix C). Participants in the SLFG were
pastors and lay leaders ofECWA.
Variables
A variable is "a characteristic or attribute of an individual or organization that (a)
researchers can measure or observe and (b) varies among individuals or organizations
studied" (Creswell Education 123). Since this study was exploratory and used surveys,
interviews, and a focus group, the variables were considered as criterion and predictor
rather than the more experimental variables of dependent and independent. Therefore, in
this study, the predictor variables were the questionnaires, interviews, and the focus
group concerning the servant leadership practices of the participating pastoral leaders and
lay leaders. I obtained these participants from the five Nigerian states of Lagos, Oyo,
Nasarawa, Kaduna, and Plateau; and Abuja, the federal capital ofNigeria. The criterion
variables were the various perceptions regarding the practice of servant leadership,
barriers concerning servant leadership, and possible suggestions for improving servant
leadership as measured by the instrumentation.
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Reliability and Validity
In order to control for intervening variables, 1 had the questionnaires and semi-
structured interview protocols validated by experts to ensure their reliability and validity.
One ofmy main concerns as I completed this study focused on my desire that elements
used in the research allowed the study to be believable and trustworthy. When the
findings can be replicated and the data analysis techniques are repeatable, the researcher
has performed a reliable study. Establishing reliability in a qualitative study can be
challenging because the qualitative research method is non-experimental in nature,
thereby creating an inaccurate means ofmeasuring results. I maintained credibility by
using the assessment of the experts.
Instrumental Validity
To ensure the validity of the instrument, 1 secured an expert review. Accordingly,
I chose four to examine the instruments to ensure clarity, appropriateness, and
consistency. I restructured questions that the experts deemed unclear, and I deleted those
questions deemed irrelevant.
The experts included a professor of research at Asbury University in Wilmore,
Kentucky; a professor of leadership in ECWA Theological Seminary, Jos; the director of
the Doctor in Ministry program at Asbury Theological Seminary in Wilmore, Kentucky;
and my mentor.
Data Collection
In collecting the data, I used surveys, interviews, and a focus group. I wrote
an
official letter to the national headquarters of the ECWA seeking permission to carry out
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the project within the DCCs selected (see Appendix F) along with a cover letter
introducing the work and myself along with the questionnaire.
A phone call to each DCC leader in the six DCCs selected assisted in the
administration of the questionnaire. A research assistant followed me to administer the
questionnaires. We selected five Saturdays when the pastors had their monthly meetings
to meet the different pastors and lay leaders from their local churches.
The pastors and lay leaders received the questionnaire immediately after their
meetings. Their DCC chairmen told them about the importance of the study. After
approximately one hour, we collected the questionnaires from the pastors and lay leaders.
Data Analysis
For data analysis, I used simple percentages from the quantitative leadership
questionnaire, graphs, and tables. I entered data for the answers through Microsoft Excel
for all the questions on the Likert scale. Numbers from 1 to 1 0 indicated responses from
strongly disagree to strongly agree.
Next, I sent the data to a professional statistician with Asbury University to run
various tests in order to determine the relafionships among the responses from the
surveys, interviews, and the focus group. I used qualitative analysis. Qualitative
methodology is more subjective than quantitative analysis, so it allows for a more flexible
approach when analyzing data. Creswell notes that in order to analyze data gathered
during a qualitative study, the researcher should use an eight-step process (186).
Conforming to Creswell 's process, 1(1) analyzed the data collected during the study by
reading all transcripfions carefiiUy to ensure clarity and comprehension; (2) selected one
interview and asked analytical questions that related to the document; (3) searched for the
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same topics between participants and wrote them down; (4) compared data from the
interview and the hst; (5) developed categories from topics; (6) made final decisions
about the codes and categories; (7) gathered data and carried out a preliminary analysis,
and (8) recorded the data that already existed, if required. Finally, I manually coded the
participants" responses.
Ethical Procedures
1 took precautions to keep participants' personal information confidential, and I
coded each participant's response so outside readers could not link data to specific
participants in the surveys, interviews, or focus group responses. The confidentiality of
the participants was of a great importance in this research.
I obtained voluntary verbal consent of participants both in the administration of
the questionnaires and interviews by explaining the questiormaire and interview with a
letter of introduction regarding the study's goals and expectations. Authorities of the
ECWA also received a letter of permission sent via hand delivery, so as to make the
church aware ofwhat I was doing and to make them know the advantages of such
studies.
Out of respect for the trust and confidence experienced while doing the interviews
and administering the questionnaires, I ensured the confidentiality and anonymity of the
participants
' identities and the various district church councils they represented. I
assumed responsibility for the protection of the data in both digital and hard copy forms. I
used a hard cover file jacket with a double ring binder for hard copy storage. I kept them
properly and safely, except for auditing and other purposes considered relevant for
replication and fiirtherance of the research.
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CHAPTER 4
FINDINGS
Problem and Purpose
The purpose of this chapter is to present the results of the research and to
determine the perceived obstacles to the implementation and practice of servant
leadership among pastors and lay leaders of ECWA. The primary concern was reporting
information gathered from the focus group meeting, survey, and interviews in order to
provide possible strategies to improve the practice of servant leadership.
The phenomenal growth ofChristianity in Africa is well-known. Along with this
growth is the persistent leadership challenge that pervades the political, economic, and
religious scenes on the continent. Limited mature Christian leadership threatens the
consolidation of the gains made by the church. ECWA in Nigeria is one of the largest
growing churches in Africa, with many new churches planted every year. Nonetheless,
the denomination has not provided adequate nurturing or development; as a result, they
have not met the necessary requirements for good servant leadership.
Servant leadership development is very important for every organization that must
continue to the next generation, and the ECWA is not exempt. Servant leadership has
been identified as a commitment to serving others and developing people, including
employees and communities. Servant leaders help others become good leaders. Servant
leaders appreciate people and want to help them grow and prosper as individuals.
Identifying the state of servant leadership practice in the ECWA is necessary in
order to assess present practices and identify areas of need. The purpose of this study was
to determine perceived barriers and obstacles to the implementation and practice of
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servant leadership among pastors and lay leaders of the ECWA in order to recommend
strategies to promote servant leadership
Participants
The current sample of fifty-nine included forty-eight men (81.4 percent) and ten
women (16.9 percent). The majority of participants were older than 45 years of age {n =
30, 50.8 percent), with most of the rest of the sample between 40 and 45 years in age (/? =
19, 32.2 percent) and nearly equal numbers in the other age groups: ages 18 to 23 (� = 2,
3.4 percent), ages 24 to 29 (� = 2, 3.4 percent), ages 30 to 34 {n = 2, 3.4 percent), and
ages 35 to 39 (/? = 4, 6.8 percent). Most participants had been an active member in the
ECWA for over 10 years (� = 45, 76.3 percent); only two individuals were active
members for zero to 2 years (n = 2, 3.4 percent), one person for 2 to 4 years (� = 1 , 1 .7
percent), seven participants were active from 5 to 7 years (� = 7, 1 1.9 percent), three were
active for 8 to 10 years (n = 3, 5.1 percent), and one did not disclose this information (n =
1, 1.7 percent). Geographically, they were spread across several different districts (see
Figure 4.1).
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� Not Reported
� Ebutte Metta
� Gidanway
� Ibadam
� Jos
� Mushin
� Sukja
� Suleja
Figure 4.1. Number of participants from the ECWA districts.
Leadership roles varied across the sample, as well. The sample was composed
equally of lay leaders (n = 29, 49.2 percent) and pastors (n = 29, 49.2 percent). Their
specific roles in the church varied widely. The largest number of participants served as
local pastors (� = 15, 25.4 percent), hi addition, 1 1 were women's fellowship leaders or
secretaries (n= 11, 18.6 percent) and 7 were men's group leaders (� = 7, 1 1 .9 percent), hi
different capacities, 9 served as secretaries (n = 9, 15.3 percent; see Figure 2.2).
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3% 1%
1%
1%
1%
� Boys Brigade Officer
� CEE
� Chairman
� Christian Education Organizer
� Elder
� EMS Coordinator/Pastor
� Financial See
� Group Leader
� LCC Leader
� Lecturer
� Local Church Pastor
� Local Overseer
� Men's Fellowship Group Leader
� PRO
� Secretary
� Sunday School Teacher
� Treasurer
� Widow Ministry
,. Women's Fellowship Group Leader
� Worship Leader
Youth Fellowship Leader
Figure4.2. Number of participants in various leadership roles in the ECWA.
Research Question #1
What current leadership practices are used among pastors and laity within the
Participants rated the ten characteristics of servant leadership among pastors and
lay leaders in the ECWA. I computed means and standard deviations for each of these ten
characteristics (Appendix D) (See Table 1). All of the ratings ranged between a mean of
2.86 (between 2.00 = disagree and 3.00 = agree) and 3.39 (between 3.00 = agree and
4.00 = strongly agree). Using a repeated measures analysis of variance (ANOVA), I
noted a significant difference in mean ratings across the components, F{9, 288) = 8.31,/?
< .001 . As a post-hoc analysis of this difference, a series of dependent ^-tests was run
with an alpha of .015 to account for increased family-wise error. The mean rating for
ECWA?
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Listening (M= 2.86, SD = .62) was significantly lower than for the mean ratings of
Awareness (A/ - 3.17, SD - 40), Conceptualization (M= 3.38, SD = .61), Stewardship
(M= 3.17, SD = .50), and Commitment to Growth (M= 3.39, SD = .43). The mean
ratings for Conceptualization (M- 3.38, SD = .61 ) and Commitment to Growth of People
(A/ - 3.39, SD = .43) significantly were higher than that of Listening (A/= 2.86, SD =
.62), Empathy (A/= 3.09, SD = .50), Healing {M= 2.95, SD = .52), Awareness (A/= 3.17,
SD = 40). Persuasion (A/ = 2.83, SD = .53), Foresight (A/= 3.01, SD = .47), and
Community {M= 2.93, SD = .54).
1 did not determine any differences between lay leaders and pastors, as surveys
were not coded with this demographic information.
Table 4.L Means and Standard Deviations for the Components of Servant
Leadership
Pretest
Overall
M SD
Lower Than
Component T df
Higher Than
t Df
Listening 2.86 62 Awareness 3.41 34*
Conceptualization 6.07 34**
Stewardship 3.32 (35)*
Growth 5.92 35**
Empathy 3.09 50 Conceptualization 3.04 34*
Growth 3.23 35*
Healing 2.95 52 Awareness 2.61 34* 3.11 88
Conceptualization 4.10 34**
Stewardship 2.60 35*
Growth 5.25 35**
Awareness 3.17 40 Conceptualization 2.78 33* Persuasion 4.22 34**
Growth 3.90 34* Community 2.59 34*
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Table 4.1. Means and Standard Deviations for the Components
of Servant Leadership, cont.
Pretest
Overall Lower Than
M SD Component T
Persuasion 2.83 53
Conceptualization 3.38 61
Foresight
Stewardship
Commitment to
Growth ofPeople
3.39 43
Building
Community
*;7<.015
**p<.001
df
Higher Than
t Df
2.93 54
Awareness 4.22
Conceptualization 4.95
Stewardship 3.77
Growth 6.57
2.93
3.01 47 Conceptualization 3.90
Growth 5.16
3.17 50 Growth 2.70
Awareness 2.59
Conceptualization 5.15
Stewardship 3.62
Growth -( 5.16
34**
34**
35**
35**
94
33**
34**
35)*
34*
34**
35**
35**
Listening 6.07 34**
Empathy 3.04 34*
Healing 4.10 34**
Awareness 2.78 33*
Persuasion 4.95 34**
Foresight 3.90 33**
Community 5.15 34**
Listening 3.32 35*
Healing 2.60 35*
Persuasion 3.77 35**
Community 3.62 35**
Listening 5.92 35**
Empathy 3.23 35*
Healing 5.25 35**
Awareness 3.90 34*
Persuasion 6.57 35**
Foresight 5.16 34**
Stewardship 2.70 35*
Community 5.16 35**
3.34 86
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Research Question #2
How do ECWA leaders currently link their leadership practices with the practice
of servant leadership in their respective churches?
I computed means and standard deviations for each of the eight items regarding
leadership practices linked with servant leadership (Appendices A and B) (See Table 2).
While lay leaders responded to all items with mean scores ranging between 2-Disagree
and 3�Agree, pastors responded to the items with mean scores ranging from Strongly
Disagree to just higher than 3�Agree. However, 1 determined no significant differences
between lay leaders and pastors on any of the items or on their average response across
all items. The mean score across all items for the lay leaders (M= 2.52, SD = 0.42)
essentially was equal to the mean score for pastors (M= 2.55, SD = 0.35), t{3\)^ -3.63,
/? = .001, the cognitive subscale score (M= 3.17, 5D = 0.53), r (31) = -3.49, p = .001, and
the behavioral subscale score {M= 3.03, SD = 0.69), t (31) = -2.27, p = .031. The
leadership practices questionnaire showed low intemal reliability with a Combrash's
alpha of 0.41, which is very low given the one-dimensional nature of this questionnaire.
When asked to identify the most dominant leadership styles in the ECWA,
participants most often selected "establishes vision and set direction" as that style (n =
18, 31.03 percent). A smaller group identified "involve others in decision making, strives
for unity, listen and explain" as the most dominant style (n = 13, 22.41 percent). See
Table 3 for these styles and the number of people endorsing each.
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Table 4.2. Means and Standard Deviations for the Items on Leadership Practices
Pretest
Overall
M SD
Lay Leaders
M SD
Pastors
M SD
T df P
(Item 2'") Empathy 2.59 1.06 2.59 .83 .55 1.27 .12 48 .903
(Item 3) Healing 2.96 .69 2.96 69 2.93 .92 .18 53 .861
(Item 4) Awareness 2.84 .94 2.66 90 3.11 .88 -.92 55 .405
(Item 5) Persuasion 2.84 .87 2.71 .81 2.93 .92 -.91 53 .368
(Item 6)
Conceptualization
2.00 1.03 2.03 .98 1.90 1.08 .51 56 .613
(Item 7) Foresight 3.15 .87 2.93 .94 3.28 .84 -1.47 55 .147
(Item 8) Stewardship 2.38 .91 2.55 99 2.28 .80 1.17 56 .246
(Item 9"^^^) Commitment
to the growth of people
3.19 .89 3.00 .89 3.34 .86 -1.51 56 .138
Total 2.52 .42 2.55 .35 -.29 56 .773
' These items were reversed scored in computing the mean response across items.
In comparing individual items together, several significant differences emerged.
Agreement with Item 2 {M= 2.59, SD = 1 .06) was significantly lower than agreement
with item 3 (M= 2.96, SD = 0.69), t (55) = -2.04, p = .047, and item 9 (M= 3.00, SD =
0.89), t (58) = -3.32, p = .002. Agreement with item 3 (M= 2.96, SD = 0.69) was greater
than that with item 6 (M= 2.00, SD = 1.03), t (55) = 6.52, p< .001, and with item 8 (M=
2.41, SD = 0.93), t (58) = -3.32, p = .002. Similarly agreement with item 4 (M= 2.84, SD
= 0.93) was greater than that with item 8 (M= 2.38, SD = 0.91), t (57) = 2.50,;? = .015,
and with item 9 (M= 3.19, SD = 0.89), t (57) = -2.03,;? = .047. Agreement with Item 5
(M= 2.84, SD = 0.87) was higher than for Item 6 (M= 1.96, SD = 1.04), t (55) = 5.23, p
< .001, and Item 8 (A/= 2.38, SD = 0.91), t (55) = 2.50, p = .015, but lower than for Item
7 (M= 3.15, SD = 0.87), t (54) = -2.23, p = .030, and Item 9 (M= 3.23, SD
= 0.83), t (55)
= -2.36,p^ .022. Agreement with Item 6 (M= 1.95, SD = 1.03) was lower than for Item
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7 {M= 3.12, SD = .90), / (57) = -6.66,p < .001, Item 8 (M= 2.39, SD = 0.91), t (58) = -
2.77,/? = .007, and Item 9 (M= 3.19, = 0.88), t (58) = -6.28,/? < .001. Agreement
with Item 7 (M= 3. 12, SD = .90), significantly was higher than with Item 8 (M= 2.39,
SD = 0.91), r(57) = -4.05,/?< .001, and agreement with Item 8 (M= 2.39, SD = 0.91)
significantly was lower than that of Item 9 (M= 3.19, SD = 0.88), t (58) = -4.17, p < .001.
Table 4.3. Identified Leadership Styles in the ECWA by Category (N=121)
Recommended Improvements N %
Establishes vision and set direction 18 31,03
Involve others in decision making, strives for unity, listen and explain 13 22.41
Is a role model, is accountable, and sets high standards and expectations 6 10.34
Makes decision based on the situation 5 8.62
Leadership is a personal service to society regardless of position 4 6.90
Affirm and articulate values, represent the organization 3 5.17
Clarifies subordinate roles and task requirements in return for rewards 1 1.72
In addition, the focus group questions asked participants (� = 32) to discuss their
understanding of servant leadership. When asked "What does leadership mean to you?"
31.25 percent (� = 10) indicated that leadership means headship, 25 percent {n = 8)
suggested it means directing and shepherding, and 21.88 percent (n = 7) said serving (see
Table 4.4). When asked to describe servant leadership, the ten responses were varied and
individualistic-'focus on the heavenly throne," "emulate Christ," "serve others (n = 2),"
"not practical", "respect and mutual understanding," "relevant and needed," "what God
expects," "be one in leadership," and "doesn't apply-people don't want to serve." No
clear themes emerged here.
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Participants (n = 14) also described the current state of leadership within the
ECWA. About a quarter (28.57 percent, � = 4) felt it was good or as good as it could be,
while another quarter (21.43 percent, n = 3) believed it was self-centered. In addition,
more participants (27.91 percent, n = \2) believed the DCC was more lacking in servant
leadership qualities than the other levels of leadership structure, with near equal amounts
suggesting that the GCC (25.58 percent, n = 1 1) or the LCB (25.58 percent, n=\\) were
lacking these characteristics. The aforementioned suggest that over 60 percent of the
participants belic\ cd that the leaders were either self-centered or lacking in servant
leadership qualities.
Servant leadership was believed to have an effect on pastors. Four participants
indicated it would increase pastors' humility, but the rest had their own individual views-
"increased understanding of the Bible," less temptation, less anger, "take responsibility
for members," satisfaction, less feeling stupid, "accept mistakes and apologize," and
respect.
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Table 4.4. Focus Group Responses regarding Quality of Servant Leadership in theECWA
Question � o/^
What does leadership mean to you? (� = 32)
Heading: Head of group of people, high position, act of
leading 10 31.25
Directing: to direct and control people, move tow ards goal,
shepherding. Coordmate activities of followers
'
^ 25.
5m7>;g. to serv e, listening 7 2188
Empowering: strengthen resources, making others successftil,
instruct teach 3 9,38
Influencing: ability to influence 2 6 25
Training: use skills ] 313
Modeling: example 1 313
What is the current state of leadership within ECWA? (n = 14)
Good: Going well but can do better, trying their best, very
good, duty 28.57
Self-focused: Lord of Lords, tribalism, lacking of helping
people 21.43
5'�Tv/cg: servant leadership 2 14.29
Fan'ej.- depends on individual, disorganized 2 14.29
Poor: most leaders lack quality of leader, very poor 2 14.29
Other: starts in small units 1 7.14
Which level of leadership structure is servant leadership lacking? (n =
43)
LCB 12 27.91
DCC 11 25,58
GCC 11 25.58
LCC 8 18.60
None 1 2.33
Research Question #3
What do ECWA leaders perceive as personal and organizational elements
(barriers or obstacles) preventing servant leadership practices?
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When allowed free response, participants identified 164 barriers or obstacles
preventing the practice of servant leadership in the ECWA (see Appendixes A and B).
These categories, with the percent of the sample indicating each, can be found in Table 5.
Issues related to an inflated ego were cited most often, with 77.59 percent of the sample
indicating ego problems and selfishness. Nearly half of the sample also indicated
difficulties with partiality (46.55 percent) and poor leadership skills (43.10 percent).
Table 4.5. Obstacles or Hindrances to Servant Leadership by Category (N=164)
Obstacles or Hindrances to Servant Leadership
Ego (Pride lack of humility; Addiction to power, fame, position;
Selfishness; Competitiveness; Lack of transparency and sincerity about 45 77.59
weaknesses)
Partiality (Tribalism / Sectionalism / Favoritism) 27 46.55
Poor Leadership Skills (Lack of commitment; Lack of education; Lack
ofgood communication. Lack of clear vision; Laziness; Improper 25 43.10
resource management; Bias in making decisions)
Poor Relationship Skills (Lack of trust; Lack of love; Jealousy; Grudges;
Gossip) 16 27.59
Poor Leadership Quality (Lack of administration skills; Pressure from
the led; Gap in understanding between leadership and led; Lack of 12 20.69
cooperation between known leaders and leader)
Dishonesty (Stealing; Cheating; Unfaithfiilness) 12 20.69
Spiritual Issues (Not attending to spiritual growth ofmembers; Lack of
spintual maturity; Lack of calling to ministry)
Financial Issues (Materialism; Financial problems) 10 17.24
Lack ofRole Models 2 3.45
Lack ofOpportunity 2 3.45
Difficulties Speaking English 1 1 .72
Technology Illiteracy 1 1.72
Lack ofAccountability 1 1 .72
In addition to the above, focus group questions asked participants (� = 32) to
discuss their respective understandings of servant leadership. In general, the largest group
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of participants (36.84 percent, /? = 7) felt that the personal qualities of pastors hindered
servant leadership, with smaller numbers indicating other issues. When asked what the
factors caused the ECWA not to practice servant leadership, their responses (n = 42) fell
into eight categories. The largest group (21.42 percent, � = 9) believed that pride
interfered with servant leadership. This factor was followed by concerns with
interpersonal skills (19.05 percent, n = S) and personal skills (16.67 percent, n = 7). See
Table 6 for an overview of the responses. Pride was the most mentioned factor both by
the surveys and the focus group.
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Table 4.6. Focus Group Responses regarding Obstacles to Servant Leadership in the
ECWA
Question
What are hindrances to servant leadership? (n = 19)
Personal Qualities: selfishness, remove personal interest,
simplicity, not a ser\ant
Spiritual Issues: sin, lack of spiritual maturity/growth, allow
spirit to lead
7 36.84
Resources: time, materialism 3 15.79
3 15.79
Division: tribalism 2 10.53
�ac^ o/rra;>77�g: illiteracy, lack of understanding 2 10.53
Politics: politics during election, chose on qualities not politics 2 10.53
What are the factors preventing servant leadership in the ECWA? (n =
42)
Pride: position, try to compete with world, pride 9 2 1 .43
Poor interpersonal skills: Lack of respect, members don't like g 19 05
leaders, lack of love, self-centered
Poorpersonal skills: not organized, lack of discipline, 16 67
unfaithfulness, lack of commitment
Resources: finances, materialism, availability 6 14.29
Spiritual issues: lack of trust, lack of faith, lack of spiritual ^ j ^
maturity, prayerful
Poor training: lack of knowledge, education, leaders take over 3 7.14
Tribalism 2 4.76
Not applicable: not lacking 2 4.76
Research Question #4
What do ECWA leaders perceive as ways to increase the practice of servant
leadership among ECWA leaders?
When asked for recommendations to improve leadership conditions across the
ECWA, participants identified 121 potential mechanisms for improvement (see
Appendixes A and B). These potential mechanisms also were grouped by the same
method, using similar categories as for the obstacles (see Table 4.7) The majority
of tl
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sample recommended education (82.76 percent) as a means for improvement of
leadership conditions, from continuing education to seminary training. Just over 40
percent of the sample recommended further work with spiritual issues (43.10 percent)
such as spiritual growth, prayer, consistency between preaching and living, etc., and with
personal qualities (41.38 percent) such as transparency, honesty, self-sacrifice, humility,
generosity, consistency between faith and life.
Table 4.7. Recommended Improvements for Leadership in the ECWA by Category
(N=121)
Recommended Improvements N %
Education (Seminary Training; Continuing Education; Provide AS 82.76
leadership books; Increase literacy; Employ trained workers )
Ho
Spiritual Issues (Consider spiritual growth ofmembers; Use prayer, not
politics, to choose leaders; Submission to Holy Spirit; Hold to biblical 25 43.10
principles; Take calling seriously; Prayer; Preach the truth)
Personal Qualities (Transparency/honesty; Love; Self-Sacrifice;
Hiunility; Commitments; Practice what you preach; Be generous/meet 24 41,38
physical needs)
Leadership Qualities (Faithfulness in leadership; Sincerity; Obey the 9 15.52
leadership; Seek the opinion ofmembers)
Leadership Support (Evaluate leaders; Role models; Higher salaries; 9 15,52
Rewards/discipline)
Unity (Unity; Stop tribalism) 6 10.34
In addition to the above, focus group questions asked participants (n = 20) to give
suggesfions about how to implement servant leadership in the ECWA. The development
of spiritual characteristics was the most frequently mentioned intervention (25.00 percent,
n = 5), with training (20.00 percent, � = 4) a close second (see Table 4.8). Educafion,
spiritual issues, and personal qualifies were the most recommended means for improving
leadership in the ECWA.
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Table 4.8. Focus Group Responses regarding Implementing Servant Leadership in
the ECWA.
Question n %
What are some ways scr\ ant leadership could be implemented into the
ECWA? (� = 20)
Spiritual Characteristics: pray, compulsory disciples class after 25.00
baptism, committed to word ofGod, follow Jesus' example
Training: seminars on leadership, publish surveys, mentor, teaching 4 20.00
Discipline: rules/regulations 3 15.00
Sen ice: serve, not be ser\ ed; put members first 3 15.00
Personal Characteristics: humility, generosity 2 10.00
] ision: visionary to followers 1 5.00
Material Goods: reward 1 5.00
Division: rid of tribalism 1 5.00
Summary ofMajor Findings
Based on the survey, interview, and focus group interview of this study, the major
findings relafing to the barriers and obstacles to the implementation and practice of
servant leadership among pastors and lay leaders ofECWA are as follows:
� Participants affirmed the value of servant leadership practices and its potential
positive impact on pastors.
� Participant data revealed barriers, hindrances, and other factors affecting
the
practice of servant leadership.
� Participant data also reflected tensions with the organizafional structure
and
the ideals of servant leadership.
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CHAPTER 5
DISCUSSION
Major Findings
This chapter provides a summary of the purpose of the study, an analysis of the
findings of the study, conclusions, and recommendations for fiature research. The purpose
of this study was to determine perceived barriers and obstacles to the implementation and
practice of servant leadership among pastors and lay leaders of the ECWA in order to
recommend strategies to promote servant leadership. Accordingly, this research focused
on exploring (a) current leadership pracfices used among pastors and laity within the
ECWA, (b) how ECWA leaders currently link their leadership pracfices with the pracfice
of servant leadership in their respective churches, (c) what ECWA perceive as personal
and organizational elements (barriers or obstacles) preventing servant leadership
practices, and (d) what ECWA leaders perceive as ways to increase the pracfice of
servant leadership among ECWA leaders.
ECWA has grown tremendously since it was incorporated in 1956, with only
seven DCCs, to its present state of eighty DCCs and a membership of approximately six
milUon. The ECWA has impacted positively the lives ofmillions of people in and outside
Nigeria today. However, if no plan exists for the ECWA to develop the next generation
of leaders in many of her branches, then ftiture leadership problems will occur.
I believe that servant leadership is the most important way of shaping these
young leaders to be competent pastors and leaders for the church both in the present time
and in the ftiture. hi this regard, three key findings surfaced for discussion.
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Affirmation and Attitudes of Servant Leadership
One of this project's most valuable findings was participants' affirmation of the
servant leadership model as biblically compatible and an effective way to lead. In
assessing the perceptions, relationships, and barriers regarding servant leadership, ECWA
pastors and lay leaders have confirmed the need to adopt servant leadership type models.
I discovered this data through the focus group, particularly the question that asked
how participants viewed servant leadership as an applicable leadership style for the
ECWA church, according to Mark 10:35-45 and John 13:1-20. Since I phrased this
question from a biblical perspective, most respondents supported their positive feelings
about servant leadership based on the Bible. For example, some respondents shared that
servant leadership was good because it emulated Christ and called leaders to see
themselves as servants not masters. Furthermore, respondents shared that servant
leadership also encompasses other Christian values such as integrity, love, humbleness,
and faithfiilness and reflects the kind of leadership style that God expects.
Such perspectives evidence that participants affirm the positive impact servant
leadership practices have on pastors. This viewpoint also was evidenced through the
recommendations given by respondents, including involving others in decision making,
striving for unity, listening and explaining, and working along with everybody. Other
relevant summary groupings include respondents who recommended that leaders should
practice leadership as a personal service to society regardless ofposition, being a model,
being accountable, and setting high standards and expectations.
hi addition to recommendations, many respondents shared similar sentiments with
regard to their perceptions of leadership. Two themes that arose out of this section were
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serving, which included service, listening, and empowerment. For those respondents
whose responses fell under theme of empowerment, they cited the need to strengthen
resources, focus on making others successftil, and view instructing or teaching as
important.
The themes and statements of respondents connected well with literature
regarding servant leadership as a model by nature concerned about others. Taylor
discusses the importance of this factor by emphasizing a commitment to the growth of
people:
An essential characteristic of servant leadership is a belief that people
ha\ e intrinsic value beyond their tangible contributions as workers. This
belief motivates the servant leader to develop a deep commitment to the
growth of each and every individual within his or her organization. (53)
Within the context of this project, many respondents believed that this element of
growing others (as related to servant leadership) could be furthered in primarily by
education. As expressed in Chapter 4, 82.76 percent of respondents in some way
expressed the need for education in ministerial and leadership training through seminars,
Bible schools, conferences, and other learning opportunities. One respondent suggested
that ECWA leaders could grow if they were trained about leadership focused on the need
for leaders to be models and mentors.
Jesus often exhibited and communicated the model of servant leadership. R. F.
Russell writes, "[A]n essential part of Jesus' ministry was training His disciples and
empowering them for service" (47). While the education Jesus offered likely always did
not resemble the strucftired format suggested by respondents, Jesus often educated the
disciples through teachable moments.
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One notable example comes from Matthew 20:20-28, where James and John's
mother comes to Jesus to make a request on behalfof her sons and Jesus' disciples:
But Jesus called them unto him, and said, ye know that the princes of the
Gentiles exercise dominion over them, and they that are great exercise
authority upon them. But it shall not be so among you: but whosoever will
be chief among you, let him be your servant: Even the Son ofman came
not to be ministered unto, but to minister, and to give his life a ransom for
many.
Furthermore, Brinner and Pritchard assert that such passages represent "the very essence
of both His leadership and His leadership teaching" (294). As will be reflected in the next
section, respondents were very concerned and hopefiil that ECWA leaders would reflect
the servant leader example lived and communicated by Jesus.
Effective leadership should be deep-rooted in selfless service (Gal. 6:10). Based
on this research, within the ECWA today selfless service among the Pastors and leaders
appears absent.
Understanding participants' perceptions regarding areas in which ECWA leaders
can grow helps the denomination focus leadership development efforts in the right areas,
such as educational opportunities that emphasize the importance and skills to help
develop laity and future generations. If ECWA leadership can reflect on the selfless
service aspect of servant leadership expressed through literature and the example of
Jesus, then servant leadership practice will begin to be exhibited in the church by both
pastors and laity. When leaders implement the practices of servant leadership they can be
freed from egotistic concerns. Egotistic concerns weighed heavily on respondent
perspectives and will be addressed in the next section. Furthermore, the ECWA would be
able to devote their fiiU attention to developing workers and building the organization.
The challenge facing leaders ofECWA and other denominations in Nigeria is to serve as
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role models with core values and emphasize the need for new ideas for leadership
training. The ECWA and many older churches in Nigeria need servant leaders with
exceptional abilities blended with hearts full of humility and love. Such leaders can make
Nigeria and Africa a better place and restore people's hope in the future.
Servant Leadership Barriers
When observing an entire denomination, leadership barriers and problems might
seem primarily structural or organizational. While some data does reflect this reality,
respondents were more focused on personal deficiencies of denominational leaders
(pastors and laity), hi fact, this perception seemed an overwhelming beliefof ECWA
participants in this research. As stated in Chapter 4, statistics reflect that over 60 percent
of the participants believe that the leaders are either self-centered or lacking in servant
leadership qualities.
This identification of personal deficiencies was expressed in several areas of the
collected data. One of the primary critiques of participants concerned the issue of pride,
which reflected such opinions of respondents such as leaders having a lack of humility,
prideftil, addicted to power, fame and position. In addition, respondents identified the
existence of selfishness, competitiveness, and a lack of transparency and openness about
weaknesses. While participants focused on areas directly related to core servant
leadership principles, respondents gave mixed ideas as to what the servant leadership
model entailed and applied other leader model perceptions to servant leadership.
Initially, 1 did not know that many pastors and lay leaders had some familiarity
with the concept of servant leadership. The focus group quesfionnaire asked participants
to discuss their understanding of servant leadership. When asked, "What does leadership
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mean to you?" there was 31.25 percent who indicated that leadership meant headship, 25
percent suggested it meant directing and shepherding, and 21.88 percent said serving. My
interviews also confirmed that many people had heard about servant leadership, but
according to their own perceptions they lacked the qualities of a servant leader. Nearly
half of the sample also indicated difficuhies with partiality (46.55 percent) and poor
leadership skills (43.10 percent).
Essential to the core values or pillars of servant leadership are the personal
qualities of an individual; these qualities in turn impact the organization. The
identification of pride by many respondents suggested that ECWA leadership works to
the servant leader model. Bilezikian states, "[T]he motivation should not be the desire to
rule, control, or command, but to support and assist others, just as a servant does" (131).
Pride as a spiritual defect works against the potential of servant leaders efforts of
intimately knowing and caring for ECWA members.
According the literature, the value of servant leadership on the organizational
level is very important because servant leaders encourage cooperation, collaboration,
foresight, the ethical use of power, and trust. According to E. M. Bensimon, A. Neumann,
and R. Bimbaum, "Leaders are more servants of the group than masters, and they are
expected to listen, to persuade, to leave themselves open to influence, and to share the
burden of decision making" (55). This statement implies that Christian leaders are vital
not only to the development and growth of the Church but also are primary influencers of
organizational behavior.
One of the essential characteristics contrasting with pride is humility. With regard
to the role ofhumility in servant leadership, W. Sipe and Don M. Frick write, "People
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who embody humihty do not over-evaluate themselves - that would be grandiosity - or
under evaluate themselves�that would be false humility. They keep their talents and
accomplishments in perspective. . ." (28). Pride also works against many of the other
characteristics identified by Greenleaf such as listening.
Listening requires leaders to be attentive to those persons they serve, but pride can
hinder such interaction. As pointed out by DeGraaf Tilley, and Neal, listening suggests
that leaders need to listen and assess themselves regarding other's perceptions, perhaps
reflecting on the messages they send to people each day (35). In fact, employing the
characteristic of listening also can work to dismantle the presence ofpride.
Taylor echoed these beliefs by stating, "The importance of developing empathetic
listening skills as a leader is emphasized in most leadership research but is an essential
component for a servant leader" (76). Further, according to Lubin, the benefits of
developing awareness include that "a servant leader's awareness creates an inner
disturbance that motivates him/her to continually discover the surrounding world" (33).
This logic of awareness also helps servant leaders view most situations from a holistic
perspective.
The literature also highlighted the importance of stewardship skills in servant
leadership as a form of governance that will produce organizational success by
redistributing power, purpose, and wealth (Block 41). Leaders need to consider the
importance of understanding leadership skills in order to preserve the health of followers,
thereby making goals reflective of the group or community being served.
Analyzing personal deficiencies, particularly pride, through the life of Jesus
allows for insights as to his intentional efforts to remain a servant leader. As noted in the
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passages of Matthew 14:22-23, Mark 1:35-38, John 6:15 and Luke 9:18, Jesus makes
time for pondering, self-introspection, and prayer. The service of Jesus often brought
fame, but scripUire references such as John 6:15 (where the crowd wants him to become
king) reflects that Jesus resisted self-promotion and sought personal reflection. The
example ofChrist avoiding self-promotion and seeking personal reflection can serve as a
course of action for ECWA leaders. Perhaps they should make more time for personal
reflection and assessment of how they are relating and being impacted by those they
serve.
In addition, not only did Jesus take advantage ofpersonal listening to combat
pride, but he also used such opportunities to further his commitment to servant
leadership. For example, in Luke 19:2-10, Jesus takes time away from the multitude to
spend time with a man shunned by society because of his chosen profession as a
politician. Such examples also can inform ECWA leaders to grow in servant leadership
by examining new ways and opportunities to serve.
While participants suggested education as a primary need for leadership
development, strong consideration also existed regarding the need for spiritual growth
and development of spiritual issues. Such reflections align closely with the illustrations of
Jesus' life and the literature used in this section of Chapter 5. As stated in Chapter 4,
more than 40 percent of participants emphasized the need for leaders to grow in prayer;
exhibit consistency between preaching/living and faith/life, and demonstrate self-
sacrifice. In addifion, several respondents emphasized that leaders need to follow Jesus'
example
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Tensions of Servant Leadership and the Structure of ECWA
While data findings yielded issues regarding individuals and leadership practices,
the data also presented participant's perceptions of the structure of ECWA, particularly
the four levels of organization. As already mentioned in Chapter 2, the ECWA consists of
four structural levels, which include the LCB, LCC, DCC, and the GCC. hi addition, the
participants of this project represented various branches or ministries within the ECWA,
including twenty-one different representatives (ranging from youth ministries, women's
ministries, and men's ministries to pastor-led ministries such as the LCB and local
overseer) of the various ministries within ECWA.
Although diversified in responses, one of the findings about the denomination
focused on perceptions of the lack of servant leadership with regard to the four levels of
the ECWA. Participant responses reveal a similar attitude toward three of the four
branches with the DCC (27.91 percent), leading the GCC (25.58 percent), and the LCB
(25.58 percent) in perceiving a lack servant leadership. At least two ways to interpret this
data exist: (1) that the current structure inherently works against servant leadership, and
(2) that the pastoral position creates a number of distractions (both internally and
externally ofECWA).
Structural problems of the ECWA also were partly identified by the obstacles or
hindrances to servant leadership section of Chapter 4. Among the many summarized
responses identified were poor leadership quality, including "gaps in understanding
between leadership and led" and also a "lack of cooperation between known leaders and
leader." Such summaries may have indicated that leadership positions can inherently
distance the leader from the group (both led and fellow leaders). This interpretation
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points to the building commumty aspect of servant leadership. The second interpretation
regarding the pastoral position is drawn from a number of factors. In comparison to any
other role within ECWA such as the treasurer, the boy's brigade officer, or Sunday
school teacher, the pastoral office grants several opportunities to fiinction within the
denomination besides the local pastor position. In fact, seven out of the twenty-one
leadership roles listed in Chapter 4 (CEE, chairman. Christian education organizer, EMS
coordinator/pastor, local church pastor, local overseer, and several secretary roles)
typically are designated for pastors. In addition, such perceptions are shared by pastors
themselves as they make up (through their various denominational positions) over 50
percent of the participant sample.
Accordmg to participant responses, these interests often interfere with the primary
role as pastor and the possibility of functioning as a servant leader. Among the many
participant remarks was the seeking of positions for selfish reasons, addiction to power,
engaging leadership primarily for self-advancement, and wealth building ("how to bring
money for their benefit"). Several participants expressed that pastors often seek material
affluence and a desire to be worldly.
One of the essential building blocks of servant leadership identified from the
literature review was the importance of community building. Some of the emphases
identified in community building include the need for shared focus and the importance of
roles working toward that focus. Page and Wong suggest that roles are necessary to help
achieve the desired end and that roles should reflect an individual's expertise and
assignment rather than his or her position or tifie (9). For ECWA, such an undertaking is
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critical not only for the implementation of servant leadership, but also for rebuilding a
sense of community within the denomination (Jennings 24).
For ECWA, rebuilding language may be necessary as one of the findings from the
indicated that thirty percent of participants perceived that leadership was as good as it
could be. Such expressions suggest that leadership will always be the same, yet
community-building measures can be instrumental in transforming those perceptions and
structures of an organization. The possibility of a rebuilding phase contrasts the idea that
servant leadership simply can be implemented as a technique.
Jesus' teaching on leadership transcended and contrasted Jewish, human/secular
interpretations of leadership. The attitude of perceiving leadership as an upward move
was normative for humans, but the type of leader Jesus sought to develop was
dramatically different. The type of leader Jesus desired is arguably best stated in Matthew
20:25-28:
You know that the rulers of the Gentiles lord it over them, and their high
officials exercise authority over them not so with you. Instead, whoever
wants to become great among you must be your servant, and whoever
wants to be first must be your slave�just as the Son ofMan did not come
to be served, but to serve.
In this passage, Jesus does not condemn the desire ofwanting to be first; instead, he
simply challenges the process of achieving this goal.
As already mentioned above, in addition to developing a strategy of implementing
servant leadership, a need exists to initiate movement toward renewal and revitalization
within ECWA leadership and the denomination. In addition, ECWA denomination can
build by identifying shared values and goals that genuinely represent the entire
denomination, including pastors and laity in denominational offices. Some of those
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shared values include intentional development and placement of young and emerging
leaders.
Implications of the Findings
The findings seem to reveal a common desire for servant leadership and an
awareness of serv ant leadership. The findings and the conducting of the study itself easily
can combine to become the motivation for change in ECWA. The study, it seems to me,
offers several implicafions for ECWA.
1 . An awareness of the problem. That a survey was conducted and the results
published means that discussion will be generated about the topic among ECWA leaders.
The leaders participating in the survey interact in many ways and at many levels, both
formally and informally, on a regular basis. That they will discuss the survey, the
answers, and the problems suggests the opportunity for an organizational framework for
dealing with the problem.
2. The clarification and crystallization of thinking. Many leaders who sensed a
problem and had a generalized discomfort with systemafized dysfuncfion now have a
concrete awareness of the problem and therefore are closer to expecting a systemic
solufion. The survey offers academic analyses and data that provide terminology and
standards for moving forward on this issue.
3. Biblical expectations for leadership are being advanced in ECWA. This study
confronts ungodly leaders within ECWA, letting them know that their leadership style
soon will be ending, making now a good time to repent or leave. This study is a culturally
appropriate way to bring the issues out into the open, which uUimately will make it more
difficuh for leaders to resist a servant-leadership model.
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4. An implicit didactic elementfor survey participants. The act of taking the
survey imphcitly teaches respondents about servant leadership, causing them to analyze
their own leadership styles. This self-analysis hopefully will cause immediate positive
spillover into the lives of other leaders and laity within ECWA. Learning about the acute
need and desire for servant leadership should motivate young leaders to learn the
necessary principles and begin to implement those principles in their local ministries.
5. Insight into the best allocation of resources to address the problem. The
results of the findings create a tension ofwhether to invest fime and energy in
encouraging repentance among the current leadership or focusing on the next generafion
of leaders. If the investment is made in current leadership, it ulfimately impacts future
leaders by creating a pattern and environment that embraces healthy leaders. The younger
generation likely will prove a more appropriate focus for the investment of resources.
While such a focus makes the implementafion of change gradual, that change could be
more substantive.
With these implications of the study in mind, the door is opening to be able to
affect positive changes regarding the realization of servant leadership within ECWA.
This study has the potential to be utilized in ECWA in several ways.
First, at the ECWA denominafional level, servant leadership can be implemented
among current and future leaders. This implementation may be pursued among several
fronts. How leaders are selected and trained will need to be optimized in a manner that
maximizes the potential for servant leadership to flourish. High salaries or bureaucratic
power as fringe benefits of employment are antithefical to the servant leadership model
and must therefore be avoided, as must nepofism that favors dysfiinction. Also, how
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leaders are trained figures prominently into the increase of servant leadership withm
ECWA. Trainmg programs and institutions must be reevaluated and updated to reflect
need for servant leadership. Holdmg great promise is a structured mentoring trainmg
model in which proven servant leaders train younger leaders, imprinting servant
leadership on them in a personal way.
Second, at the congregational level, congregations can be taught the value of
ser\ ant leadership and learn to expect it as the standard for their leaders. Rather than
being dominated by and ftinctioning under the power dynamics of leaders, congregations
can flourish spiritually as they are genuinely are served by their leaders. This change at
the congregational level may require the alteration of leadership structure and rules to
prevent abuses, as w ell as to the underlying congregational culture that has grown
accustomed to the dysfiinction. Ulfimately, congregations will benefit as servant
leadership trickles down from ECWA.
Third, ECWA must reach out to the broader Nigerian culture through servant
leadership. Any Christian can be taught to implement principles of servant leadership.
Servant leadership on the part of the church is a crucial component of evangelism,
because it offers a stark contrast to both the Islamic extremism and violence in the region
and the self-centered corruption in many areas ofNigerian public life. The hindrances to
servant leadership in ECWA mirror similar aspects in the secular Nigerian culture and
must therefore be overcome by a church deeply committed to effective countercultural
living.
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Limitations of the Study
This study was delimited to ECWA pastors, lay leaders, and members who had
served in various leadership roles in ECWA. Nonetheless, many pastors, lay leaders, and
some members were not involved in this study because of the current political/religious
crisis situation in Nigeria. However, more research is needed in order to determine if
Christianity is broadly affected in Nigeria across denominational lines.
This study w as limited to hindrances to one leadership model (servant leadership).
The hindrances discovered in this study also could affect other aspects/models of
leadership For example, as stated in Chapter 4, spiritual issues, lack of trust, lack of
spiritual maturity can also affect longevity in the ministry.
Unexpected Observations
Some of the unexpected observations included the ignorance of the problem, the
frustration over the problem, and the differences in response among different groups (age,
leader/laity, or gender). Furthermore, the lay leaders were excited to learn/know more
about servant leadership practices than were the pastors. Lay leaders were also willing to
offer constructive ways by which they could be taught about servant leadership.
Recommendations
From the findings in this study, the following recommendations could be made: hi
order to promote servant-leadership in ECWA, I propose the following:
1 . Continue to examine why the servant leadership model is not popular in
ECWA. Identify responsible parties and factors that may work against servant leadership
model, and also develop processes to help ECWA leaders and the denomination to see
the benefit and fruitfiilness of servant leadership.
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2. Encourage partnerships between universities and seminaries speciahzing in
servant leadership studies outside of ECWA and similar institutions in Nigeria. In regards
to servant leadership, a broader view of effective leadership styles may be encouraged.
These suggested institutions could be invited to come and conduct a seminar or training
for ECWA leaders.
3. A specific training technique such as seminars, mentoring, the production of
reading material for leaders, planning/strategy teams. Leaders who are interested in
facilitating a climate of greater individual trust and personal leader effectiveness should
consider further development of servant leadership behaviors.
4. ECWA establishes a training course on ECWA Principles of Leadership and
Administration to include ECWA/SM History and Legacy, ECWA Philosophy, and
ECWA Structure and Systems for all ECWA Staff and Officers.
Postscript
My journey in this study began with my sincere desire to see that the ECWA
organization support the practice of the servant leadership philosophy. An organization
that does not support servant leaders will miss the benefits that otherwise could
be
reaUzed from servant leadership practices. 1 hope that if ECWA embraced the practices of
servant leadership, this denomination would have the opportunity to experience change
and invite followers to change. During this study I discovered that lay leaders have
a
desire to change, which I believe will extend to other leaders of
ECWA.
The church in Nigeria is crucial to the health ofNigeria, and Nigeria
is central to
the health of Africa; therefore, my journey through this research has given
me a tool to
become an instrument of development and challenge to the ECWA and Nigeria.
I have
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continued to desire to train the young generation of leaders anywhere I encounter them,
because 1 believe that training the young generation of servant leaders in the church and
even outside the church will benefit both the kingdom ofGod and the people ofNigeria.
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APPENDIX A
SERVANT LEADERSHIP INTERVIEW WITH PASTORS OF ECWA (SLI)
LETTER OF INTRODUCTION
Dear Respondent,
My name is Habila Saidu, a doctoral candidate at Asbury Theological Seminary. 1
am conducting research toward the fulfillment ofmy Doctor ofMinistry degree. My
research is on barriers and obstacles to the implementation and practice of servant
leadership among pastors and lay leaders in ECWA. This study will help increase our
knowledge and understanding of leadership in churches, including the leadership
methods used by pastors and lay leaders and the congregational response to leadership
style.
1 therefore desire that you provide to the best of your knowledge, honest answers
to the following questions. Please know that your individual responses to this
questionnaire will remain confidential in the care of the researcher, and all research
records will be stored securely.
I am personally grateful for your participation in this research, and 1 am excited
t(
contnbute to a better understanding of servant leadership through your involvement.
Thank you for your consideration.
Sincerely,
Habila Saidu
Doctoral candidate
Asbury Theological Seminary
Wilmore, Kentucky.
Saidu 85
Bio data/Demographics
A. Age 18-23 ( ) 24-29 ( ) 30-34 ( ) 35-39 ( ) 40-45 ( ) 45 + ( )
B. How long have you been a pastor/lay leader of the ECWA?
0-2yrs ( ) 2-4yrs ( ) 5-7yrs ( ) 8-lOyrs ( ) lOyrs + ( )
C. What district church council (DCC) are you from?
D. What office do you occupy in ECWA? Local Church pastor? ( ) Local Overseer? (LO)
( ) District Church council chairman? ( )
Others, specify
E. Male ( ) Female ( )
F. How long have you been occupying your present leadership position?
0-3yrs ( ) 4-6yrs ( ) 7-9yrs ( ) 10 + yrs. ( )
Please select from the following the box that fits your answer to each question.
1 . What is the most dominant leadership style in ECWA? (Check one).
Is charismatic, creative, empowering, inspirational, visionary ( )
Clarifies subordinate roles and task requirements in return for rewards ( )
Makes decisions based on the situation ( )
Is a role model, is accountable, and sets high standards and expectations ( )
Establishes vision and set direction ( )
Affirm and articulate values, represent the organization ( )
Involve others in decision making, strives for unity, listen and explain ( )
Leadership is a personal service to society regardless of position. ( )
How much do you agree with each of the following statements?
Leaders focus primarily on meeting the needs of the organization rather than
individuals within the organization.
Strongly agree ( ) agree ( ) disagree ( ) strongly disagree ( )
Leadership seeks to convince others and build consensus, they do not use
posifional authority to coerce compliance in ECWA.
Strongly agree ( ) agree ( ) disagree ( ) strongly disagree ( )
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Many senior leaders in ECWA communicate a clear vision of the tliture of the
organization.
Strongly agree { ) agree ( ) disagree ( ) strongly disagree ( )
Many leaders of ECWA seek to influence others from a positive relationshiprather than from the authority of their position.
Strongly agree ( ) agree ( ) disagree ( ) strongly disagree ( )
In general, pastors in ECWA trust each other, and are non-judgmental.
Strongly agree ( ) agree ( ) disagree ( ) strongly disagree ( )
Leadership is about the people who work WITH you not the people who work
FOR you, so in that sense, it is about putting the people you manage first.
Strongly agree ( ) agree ( ) disagree ( ) strongly disagree ( )
Leadership is committed to the growth of subordinates.
Strongly agree ( ) agree ( ) disagree ( ) strongly disagree ( )
As a leader, 1 have been too busy and have not been able to practice or
implementing leadership characteristics.
Strongly agree ( ) agree ( ) disagree ( ) strongly disagree ( )
What factors have hindered your and others' effective leadership practice in
ECWA?
How can ECWA improve its leadership conditions?
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APPENDIX B
SERVANT LEADERSHIP INTERVIEW WITH LAY LEADERS OF ECWA (SLI)
LETTER OF INTRODUCTION
Dear Respondent,
My name is Habila Saidu, and 1 am conducting research towards the fulfillment of
my Doctor ofMinistry degree at Asbury Seminary. My research is on barriers and
obstacles to the implementation and practice of servant leadership among pastors and lay
leaders in ECWA. This study will help boost our knowledge and understanding of
leadership in churches, including the leadership methods used by pastors and lay leaders
and the congregational response to leadership style.
I therefore wish that you provide to the best of your knowledge, honest answers to
the following questions. Please know that your individual responses to this questionnaire
will remain confidential in the care of the researcher, and all research records will be
stored securely.
I am personally gratefiil for your participafion in this research, and I am excited to
contribute to a better understanding of servant leadership through your involvement.
Thank you for your consideration.
Sincerely,
Habila Saidu, Doctoral Candidate
Asbury Theological Seminary
Wilmore, Kentucky U.S.A.
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Bio data/Demographics
A. Age 18-23 ( ) 24-29 ( ) 30-34 ( ) 35-39 ( ) 40-45 ( ) 45 + ( )
B. How long have you been an active member of the ECWA?
0 -2yrs () 2 - 4yrs ( ) 5 -7yrs () 8 - lOyrs ( ) lOyrs + ( )
C. What district church council (DCC) are you from?
D. What office do you occupy in ECWA? Men fellowship group leader? ( )
Women fellowship group leader? ( ) Youth fellowship Group leader? ( )
Specify
E. Male ( ) Female ( )
F. How many years have you been in this current position as a leader?
0 - 2yrs ( ) 5 - 7yrs ( ) 8 - lOyrs ( ) 10 +yrs. ( )
Please selectfrom the following, the box that fits your answer to each question.
1 . What is the most dominant leadership style in ECWA? (Check one).
Is charismatic, creative, empowering, inspirational, visionary ( )
Clarifies subordinate roles and task requirements in return for rewards ( )
Makes decisions based on the situation ( )
Is a role model, is accountable, and sets high standards and expectations ( )
Establishes vision and set direction ( )
Affirm and articulate values, represent the organization ( )
Involve others in decision making, strives for unity, listen and explain ( )
How much do you agree with the following statements?
2. Leaders focus primarily on meeting the needs of the organization rather than individuals
within the organization.
Strongly agree ( ) agree ( ) disagree ( ) strongly disagree ( )
3. Leadership seeks to convince others and build consensus, they do not use positional
authority to coerce compliance in ECWA.
Strongly agree ( ) agree ( ) disagree ( ) strongly disagree ( )
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4. Many senior leaders in ECWA communicate a clear vision of the future of the
organization.
Strongly agree ( ) agree ( ) disagree ( ) strongly disagree ( )
5. Many leaders of ECWA seek to influence others from a positive relationship rather than
from the authority of their position.
Strongly agree ( ) agree ( ) disagree ( ) strongly disagree ( )
6. hi general, pastors in ECWA trust each other, and are non-judgmental.
Strongly agree ( ) agree ( ) disagree ( ) strongly disagree ( )
7. Leadership is about the people who work WITH you not the people who work FOR you,
so in that sense, it is about putting the people you manage first.
Strongly agree ( ) agree ( ) disagree ( ) strongly disagree ( )
8. As a leader, 1 have been too busy and have not been able to practice or implemenfing
leadership characteristics.
Strongly agree ( ) agree ( ) disagree ( ) strongly disagree ( )
9. Leadership is committed to the growth of subordinates
Strongly agree ( ) agree ( ) disagree ( ) strongly disagree ( )
10. What factors have hindered effecfive servant leadership practice in ECWA?
11.
12. How can ECWA improve its leadership condifions?
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APPENDIX C
QUESTION GUIDE FOR SERVANT LEADERSHIP FOCUS GROUP (SLFG)
The following questions seek to know to what extent the Evangelical Church
Winning All (ECWA) is involved in effective servant leadership practice for the benefit
of the next generation of leaders.
Your response will help us to realize the current practice of leadership and
suggest more effective servant leadership for the next generation of leaders. You are
therefore encouraged to be free to express your view.
I assure you of the confidentiality of your idenfity as a participant, and that of all
the information you shall be giving in response to this recorded interview. Thank you for
your time and willingness to participate.
1 . What does leadership mean to you?
2. How do you describe in writing the state of leadership within the ECWA?
3. At which level of the leadership structure (i.e. LCB, LCC, DCC, and GCC) is servant
leadership practice lacking?
4. What do you consider to be some of the factors responsible for the leaders of ECWA
not practicing servant leadership?
5. What do you suggest as solutions to the problem of not practicing servant leadership
by the leaders of ECWA?
6. According to Mark 10:35-45 and John 13: 1-20, how do you
view servant leadership as
an applicable leadership style for the ECWA Church? Explain your
answer.
7. If servant leadership is an appropriate leadership style for the
ECWA churches, how
can we implement it in ECWA? Do you have any suggestions?
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8 Is there any hindrance that you know we should overcome in order to implement
servant leadership in ECWA?
9. From your experience, please explain the effect that servant leadership practices have
had on you as a pastor or lay leader.
10. Based on your experience, what do you feel are the main barriers or obstacles to
practicing servant leadership in ECWA? Please explain your perception of the impact
that the barriers have on your ability to practice servant leadership.
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APPENDIX D
SURVEY QUESTIONNAIRE ON SERVANT LEADERSHIP PRACTICE
IN THE ECWA (SLS)
How would you rate the following servant leadership characteristics among pastors
and lay leaders in ECWA?
1. Listening�servant leaders clarify the will of a group by listening receptively to
what is being said;
This idea in leadership is important to our institutional goals.
Strongly agree ( ) agree ( ) disagree ( ) strongly disagree ( )
I do not consider ideas that are clearly wrong.
Strongly agree ( ) agree ( ) disagree ( ) strongly disagree ( )
I view those who disagree with me suspiciously.
Strongly agree ( ) agree ( ) disagree ( ) strongly disagree ( )
I perceive those who disagree with me to be a threat.
Strongly agree ( ) agree ( ) disagree ( ) strongly disagree ( )
Those who do not agree with me should still have a say in a project.
Strongly agree ( ) agree ( ) disagree ( ) strongly disagree ( )
2. Empathy�servant leaders strive to understand and empathize with co-workers
and subordinates;
It is important to listen to the personal problems of fellow workers.
Strongly agree ( ) agree ( ) disagree ( ) strongly disagree ( )
Suffering on the part of those in my charge usually disqualifies them from service.
Strongly agree ( ) agree ( ) disagree ( ) strongly disagree ( )
I am aware of the family problems of those in my charge.
Strongly agree ( ) agree ( ) disagree ( ) strongly disagree ( )
I am aware of the sins with which my fellow workers struggle with.
Strongly agree ( ) agree ( ) disagree ( ) strongly disagree ( )
My coworkers feel comfortable discussing their problems with me.
Strongly agree ( ) agree ( ) disagree ( ) strongly disagree ( )
My coworkers trust me to be confidential regarding their struggles.
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Strongly agree ( ) agree ( ) disagree ( ) strongly disagree ( )
Healing�servant leaders have the potential for healing self and others, so that
wholeness can be achieved.
1 am deliberate in my personal spiritual growth.
Strongly agree ( ) agree ( ) disagree ( ) strongly disagree ( )
I continually stri\ c to overcome sin.
Strongly agree ( ) agree ( ) disagree ( ) strongly disagree ( )
I rarely sin.
Strongly agree ( ) agree ( ) disagree ( ) strongly disagree ( )
People seek me out to be an accountability partner.
Strongly agree ( ) agree ( ) disagree ( ) strongly disagree ( )
Those in my care consider themselves to be growing spiritually.
Strongly agree ( ) agree ( ) disagree ( ) strongly disagree ( )
Awareness�A servant leader not only understands the situation in a holistic
way, but also understands his or her limitations.
1 work as hard as I need to finish a project.
Strongly agree ( ) agree ( ) disagree ( ) strongly disagree ( )
I push others to meet ftilfiU their responsibilities.
Strongly agree ( ) agree ( ) disagree ( ) strongly disagree ( )
I spend enough fime with my family.
Strongly agree ( ) agree ( ) disagree ( ) strongly disagree ( )
I do not make decisions without considering how it affects the entire church.
Strongly agree ( ) agree ( ) disagree ( ) strongly disagree ( )
1 often ask for help.
Strongly agree ( ) agree ( ) disagree ( ) strongly disagree ( )
I understand my limits.
Strongly agree ( ) agree ( ) disagree ( ) strongly disagree ( )
I do not exceed my limits.
Strongly agree ( ) agree ( ) disagree ( ) strongly disagree ( )
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5. Persuasion-servant leaders seek to convince others and build consensus, theydo not use positional authority to coerce compliance.
I beheve it is important to have everyone agree before moving forward with a
project.
^
Strongly agree ( ) agree ( ) disagree ( ) strongly disagree ( )
1 have difficulty submitting to authority with which 1 disagree.
Strongly agree ( ) agree ( ) disagree ( ) strongly disagree ( )
1 think suspiciously of people who reject my authority.
Strongly agree ( ) agree ( ) disagree ( ) strongly disagree ( )
It IS important to build consensus among leaders before making a public
announcement about a decision.
Strongly agree ( ) agree ( ) disagree ( ) strongly disagree ( )
6. Conceptualization�servant leaders seek to nurture their abilities to dream great
dreams, and provide the visionary concepts for and organization.
Imagination is an important part of leadership.
Strongly agree ( ) agree ( ) disagree ( ) strongly disagree ( )
I have a hobby.
Strongly agree ( ) agree ( ) disagree ( ) strongly disagree ( )
I pursue continuing education to improve my skills.
Strongly agree ( ) agree ( ) disagree ( ) strongly disagree ( )
I enjoy learning.
Strongly agree ( ) agree ( ) disagree ( ) strongly disagree ( )
I read books about my field.
Strongly agree ( ) agree ( ) disagree ( ) strongly disagree ( )
7. Foresight�servant leaders understand the lessons from the past, the realities of
the present, and the likely consequence of a decision for the future.
I am optimistic about the future of the church.
Strongly agree ( ) agree ( ) disagree ( ) strongly disagree ( )
Ministry often feels like just a job.
Strongly agree ( ) agree ( ) disagree ( ) strongly disagree ( )
I have a long term plan (more than five years) for the church.
Strongly agree ( ) agree ( ) disagree ( ) strongly disagree ( )
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I have a personal stake in seeing my goals accomplished.
Strongly agree ( ) agree ( ) disagree ( ) strongly disagree ( )
8. Stewardship�servant leaders' first and foremost commitment is to serve the
needs of others for the greater good of society.
1 participate in community service outside the church.
Strongly agree ( ) agree ( ) disagree ( ) strongly disagree ( )
1 participate in community events outside the church.
Strongly agree ( ) agree ( ) disagree ( ) strongly disagree ( )
I would do the work for a co-worker who was ill.
Strongly agree ( ) agree ( ) disagree ( ) strongly disagree ( )
1 offer others my skills for free.
Strongly agree ( ) agree ( ) disagree ( ) strongly disagree ( )
9. Commitment to the growth of people�servant leaders take an active interest in
the growth and well-being of everyone in the organization; they take concrete
actions to stimulate the personal and professional development of their workers.
I created events designed to help those in my care grow spiritually.
Strongly agree ( ) agree ( ) disagree ( ) strongly disagree ( )
I pray regularly for those in my care.
Strongly agree ( ) agree ( ) disagree ( ) strongly disagree ( )
Everyone has clear roles in an organization and should fulfill them.
Strongly agree ( ) agree ( ) disagree ( ) strongly disagree ( )
It is important to fund the ongoing education of leaders.
Strongly agree ( ) agree ( ) disagree ( ) strongly disagree ( )
10. Building community�servant leaders seek to identify means of building
community among those who work within a given institution, and people in the
larger society.
1 deliberately build community.
Strongly agree ( ) agree ( ) disagree ( ) strongly disagree ( )
I attend informal gatherings.
Strongly agree ( ) agree ( ) disagree ( ) strongly disagree ( )
1 schedule non-work and non-church related meetings.
Strongly agree ( ) agree ( ) disagree ( ) strongly disagree ( )
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Community is important to me.
Strongly agree ( ) agree ( ) disagree ( ) strongly disagree ( )
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APPENDIX E
REQUEST FOR EXPERT REVIEW OF THE INSTRUMENT
1 Habila Saidu, studying for my Doctor ofMinistry at Asbury Theological
Seminary, Wilmore Kentucky.
1 am doing my dissertation on barriers and obstacles to the implementation and
practice of servant leadership among pastors and lay leaders in the Evangelical Church
Winning All (ECWA) Nigeria. In order to validate my instruments for the data collection,
I will need highly qualified professionals in the field of leadership to serve as members of
my expert review team.
Knowing your purebred as an experienced Christian leader in Nigeria, I therefore
request that you serve on this team. I shall be grateful if you accept this request. Find
attached are the necessary documents.
When you are through with the review please send the various assessments by
attachment to habila.saidu@asburyseminary.edu
Thank you.
Habila Saidu
Asbury Theological Seminary
Wilmore, Kentucky
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APPENDIX F
EXPERT REVIEW PROTOCOL FOR THE QUESTIONNAIRE
FOR PASTORS AND LAY LEADERS
Purpose
The purpose of this study was to determine perceived barriers and/or obstacles to
the implementation and practice of servant leadership among pastors and lay leaders of
the ECWA in Nigeria, through interviewing, and surveying the church pastors and lay
leaders, in order to prescribe a model for an effective servant leadership program for
leadership development.
Research Questions
The following research questions will help to survey the research project and
prescribe better ways for effective servant leadership practice.
Research Question #1
What current leadership practices are used among pastors and laity within the
ECWA? (Survey)
Research Question #2
How do ECWA leaders currently link their leadership practices with the practice
of servant leadership in their respective churches? (Interviews)
Research Question #3
What do ECWA leaders perceive as personal and organizational elements
(barriers or obstacles) preventing servant leadership practices? (hiterviews)
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Research Question#4
What do ECWA leaders perceive as ways to increase the practice of servant
leadership among ECWA leaders? (Focus Group)
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APPENDIX G
LETTER OF PERMISSION FOR RESEARCH
The ECWA General Secretary
ECWA Headquarters Jos
Nigeria.
Dear Sir,
I write to request permission to be allowed to carry out my Doctor ofMinistry
Research. My name is Habila Saidu, and I have been undergoing my Doctoral Studies in
Asbury Theological Seminary, Wilmore Kentucky.
My research topic is barriers and obstacles to the implementation and practice of
servant leadership among pastors and lay leaders in the Evangelical Church Winning All
(ECWA). The purpose of this research is to ascertain the status of servant leadership
practice in the church and to prescribe a model for more effective ways of servant
leadership practice, thereby raising the next level of leadership within the church.
The districts to conduct the research are: Lagos, Ibadan, Abuja, Nasarawa,
Kaduna, and Jos.
I therefore write officially to inform you of this task.
Blessings
Yours Faithfiilly
Habila Saidu
Asbury Theological Seminary Wimore, KY U.S.A
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APPENDIX H
LETTER OF APPRECIATION
Dear Sir,
This is to specially appreciate and thank you for your involvement in my research
work as expert re\ iew.
Your assessment and review of the questionnaire and the interview protocol
helped me to accomplish my purpose study and to answer the research questions.
The contributions you made to the work made it useful for the purpose of
prescribing a good model for effective servant leadership practicing.
Thank you and God bless.
Yours faithfully,
Habila Saidu.
Asbury Theological Seminary
Wilmore, Kentucky U.S.A
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